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A b s tra c t
Research In d ic a te s  th a t  r a te e  Job e x p e rie n c e  and perform ance  
v a r i a b i l i t y  can a f f e c t  perform ance Judgments and cau sa l a t t r ib u t io n s  
(L e v e n th a l e t  a l . ,  1977; F u s i l ie r  & H i t t ,  1983; S c o tt & Hamner, 1 9 7 5 ). 
When p ro to ty p e  e x p e c ta tio n s  concern ing  ra te e  c h a r a c te r is t ic s  a re  not met, 
r a te r s  re a c t in g  to  th e  c o g n it iv e  in c o n s is te n c y  may d is t o r t  r a te e  
perform ance in fo rm a tio n  (D e N is i, C a f fe r ty ,  & M eg lin o , 1 9 8 4 ). Because 
c o g n it iv e ly  complex r a te r s  v iew  b eh av io r in  a m u ltid im e n s io n a l manner 
(S c h n e ie r , 1 9 7 7 ), no t through a s im p l i f ie d  schemata, c o g n it iv e  
c o m p le x ity ’ s p o s s ib le  e f f e c t  on r a t in g  accuracy under c o g n it iv e ly  
in c o n s is te n t  c o n d it io n s  was in v e s t ig a te d .
In  an i n i t i a l  p i l o t  s tu d y , 147 undergraduate  v o lu n te e rs  ro te d  th e  
expected  perform ance v a r i a b i l i t y  o f  a p ro fe s s o r w ith  e i t h e r  z e ro , f i v e ,  
o r te n  years  o f  e x p e rie n c e . Experim ent 1 u t i l i z e d  a Ratee E xperience X 
Ratee Perform ance V a r ia b i l i t y  X R a te r C o g n itiv e  C om plexity  re g re s s io n  
d e s ig n . O n e -h u n d re d - th ir ty - f iv e  undergraduate  v o lu n te e rs  com pleted th re e  
c o g n it iv e  co m p le x ity  measures, s ix  v ig n e t te s , s ix  BARS, an a t t r ib u t io n  
q u e s tio n n a ire , and a m a n ip u la tio n  check q u e s tio n n a ire . Experim ent 
2 used a s im i la r  design w ith  v id eo tap ed  r a t in g  s t im u l i  ( th r e e  le c tu re s )  
to  r e p l ic a t e  Experim ent 1.
The p i l o t  study showed th a t  s u b je c ts  expect o n ly  in e x p e rie n c e d  
p ro fe s s o rs  to  have v a r ia b le  p e r fo rm ix c O v e ra ll r a t in g  accuracy was low est 
in  th e  m oderate v a r i a b i l i t y  c o n d it io n  and in  th e  h igh  exp erien ce  
c o n d it io n . Accuracy component ana lyses  (Cronbach, 1955) in d ic a te d  
th a t  more v a r ia b le  perform ance was ra te d  more a c c u ra te ly . F u rth e r ,  
m a rg in a l ev idence  suggested th a t  h ig h e r c o g n it iv e  co m p le x ity  is  somewhat 
a s s o c ia te d  w ith  g re a te r  d i f f e r e n t i a l  e le v a t io n  accuracy when experienced  
ra te e s  have v a r ia b le  perform ance. A lso , e f f o r t  and chance a t t r ib u t io n s
v l l
were s tro n g e s t in  th e  m oderate exp erien ce  c o n d it io n .
In  Experim ent 2 , h ig h ly  experienced  ra te e s  and those w ith  moderate  
v a r i a b i l i t y  were ra te d  more a c c u ra te ly  than  o th e rs . C o g n it iv e  co m p lex ity  
was not h e lp fu l  to  r a t in g  accuracy . In  one case, i t  was a sso c ia te d  
w ith  more u n d e rra tin g  o f  h ig h ly  exp erien ce d , h ig h ly  v a r ia b le  ra te e s .
G enera l support was found fo r  th e  c o n te n tio n  th a t  p ro to ty p e  
e x p e c ta tio n s  e x is t  and a f f e c t  r a t in g  accuracy. Very l im ite d  support was 
g ain ed  f o r  c o g n it iv e  co m p lex ity  as a u s e fu l r a t e r  c h a r a c t e r is t ic .  
In c o n s is te n t  e x p e rim e n ta l f in d in g s  a re  d iscussed in  term s o f  th e  s a lie n c e  
o f  perform ance v a r i a b i l i t y  and c o g n it iv e  p rocessing  o f  in fo rm a tio n . 
Im p lic a t io n s  f o r  t r a in in g  r a te r s  to  observe m u lt ip le  perform ance  
dim ensions and a tte n d  to  th e  p o s s ib le  b ia s in g  a f fe c ts  o f  r a te e  
c h a r a c te r is t ic s  a re  a ls o  d iscussed.
v i l i
The E f fe c ts  o f  Job E xp erien ce , Perform ance  
V a r ia b i l i t y ,  and C o g n it iv e  C om plexity  
On Perform ance R a tin g  Accuracy
The accuracy o f  perform ance a p p ra is a l r a t in g s  is  e s s e n t ia l  to  a 
perform ance a p p ra is a l system 's  e f fe c t iv e n e s s . Some re s e a rc h e rs  have 
suggested t h a t  th e  accuracy o f  perform ance r a t in g s  depends upon a complex 
c o g n it iv e  process in v o lv in g  a t te n t io n ,  c a te g o r iz a t io n , r e c a l l ,  and 
in fo rm a tio n  in te g r a t io n  (Feldm an, 1981; I lg e n  & Feldman, 1 9 8 3 ). Landy 
and F a r r ’ s (1 9 8 0 ) e x p la n a tio n  o f a process model o f  perform ance r a t in g  
in d ic a te s  th a t  r a t e r  and ra te e  c h a r a c te r is t ic s  can In f lu e n c e  perform ance  
judgments th a t  r e s u l t  from  t h is  c o g n it iv e  p ro cess . They a ls o  contend  
th a t  r a t e r  and ra te e  c h a r a c te r is t ic s  can have an in t e r a c t iv e  e f f e c t  on 
th e  psychom etric  q u a l i ty  o f  perform ance r a t in g s .  T h is  in t e r a c t iv e  e f f e c t  
o f  r a t e r  and ra te e  c h a r a c te r is t ic s  upon th e  accuracy o f  perform ance  
ra t in g s  re p re s e n ts  a c u r re n t research  need. An overv iew  o f  how r a t e r  and 
ra te e  c h a r a c te r is t ic s  m ight Im pact on r a t in g  accuracy w i l l  precede  
d iscu ss io n  o f  s p e c if ic  c h a r a c te r is t ic s  t h a t  were th e  focus o f  t h is  
re s e a rc h .
S a l ie n t  ra te e  c h a r a c te r is t ic s  may a f f e c t  th e  r a t in g  process and 
r a t in g  accuracy through th e  a c t iv a t io n  o f  p ro to ty p e s  in  r a t e r s .  I lg e n  
and Feldman (1 9 8 3 ) d e f in e  p ro to ty p e  as an " a b s tra c t  an a lo g , o r image, 
sum m arizing 'c e n t r a l  te n d e n c ie s ' o r resem blances among ca teg o ry  members" 
(p .  1 5 2 ). Schemata a re  used in  human memory to  s to re  and r e t r ie v e  
such complex c a te g o r ic a l In fo rm a tio n . Schemata a re  "v e rb a l o r prepo­
s i t io n a l  memory s tru c tu re s  re p re s e n tin g  c a te g o r ie s  o f  a more complex 
n a tu re  than  p ro to ty p e s  but s e rv in g  th e  same fu n c tio n  in  p e rc e p tu a l 
o rg a n iz a t io n  and memory" ( I lg e n  & Feldman, 1983, p. 1 5 2 ).
D e N is i, C a f fe r ty ,  and M eg lino  (1 9 8 4 ) suggest th a t  schemata a re
im p o rta n t to  th e  r a t in g  process because th e y  c o n ta in  p reconceived  n o tio n s  
o r e x p e c ta tio n s  about a r a te e .  M oreover, th ey  suggest th a t  r a te r s  may 
d is t o r t  a d d it io n a l  ra te e  in fo rm a tio n  to  conform  to  i n i t i a l  e x p e c ta tio n s . 
F u r th e r , as more in fo rm a tio n  about a ra te e *s  b eh av io r becomes a v a i la b le ,  
r a te r s  develop  cau sa l a t t r ib u t io n s  concern ing  w hether an e v e n t was due to  
th e  s i t u a t io n  o r th e  person In v o lv e d . Such a t t r ib u t io n s  would l i k e l y  
a f f e c t  r a t in g s  because s i t u a t io n a l  causes o f b eh av io r would suggest to  a 
r a t e r  t h a t  th e  ra te e  was no t re s p o n s ib le  fo r  h is /h e r  perform ance. Ilg e n  
and Feldman (1 9 8 3 ) emphasize th a t  cau sa l a t t r ib u t io n s  in  th e  r a t in g  
process a re  In f lu e n c e d  by p rev io u s  au to m atic  a t te n t io n  to  s a l ie n t  ra te e  
c h a r a c te r is t ic s  and c a te g o r iz a t io n .
R atee c h a r a c te r is t ic s  c o n tr ib u te  in fo rm a tio n  beyond th e  b e h a v io ra l  
dim ensions p re s e n t on a perform ance a p p ra is a l fo rm . In  o rd e r to  
a c c u ra te ly  r a te  perform ance, a r a t e r  must be a b le  to  search beyond 
i n i t i a l  e x p e c ta tio n s  e l i c i t e d  by s a l ie n t  ra te e  c h a r a c te r is t ic s .  Given  
th e  in f lu e n c e  o f  r a te e  c h a r a c te r is t ic s  and th e  use o f  schemata in  th e  
r a t in g  process , i t  would seem lo g ic a l  th a t  a more complex c a te g o r iz a t io n  
o f  r a te e  in fo rm a tio n  would r e s u l t  in  more a c c u ra te  r a t in g s .
Because m u ltid im e n s io n a l in fo rm a tio n  p rocess ing  is  re q u ire d  fo r  
a c c u ra te  r a t in g s ,  c o g n it iv e  co m p lex ity  could  be an Im p o rta n t r a t e r  
c h a r a c te r is t ic  to  c o n s id e r. C o g n it iv e  co m p lex ity  i s  th e  a b i l i t y  to  
d e a l w ith  m u lt ip le  c a te g o r ie s  in  p rocessing  in fo rm a tio n  about b eh av io r  
(S c h n e ie r , 1 9 7 7 ). To th e  e x te n t  th a t  r a te e  c h a r a c te r is t ic s  in f lu e n c e  
th e  use o f  s im p l i f ie d  p ro to typ es  o r schemata, a c o g n it iv e ly  complex 
r a t e r  would be expected  to  use complex schemata to  c a te g o r iz e  a r a te e .
The more complex schemata would en ab le  a r a t e r  to  broaden th e  search  
f o r  re le v a n t  perform ance in fo rm a tio n  w ith o u t be ing  r e s t r ic t e d  by p ro to ­
ty p e  e x p e c ta t io n s . Thus, c o g n it iv e  co m p lex ity  may r e s u l t  In  more 
a c c u ra te  r a t in g s  in  th e  presence o f  s a l ie n t  r a te e  c h a r a c te r is t ic s  which 
in f lu e n c e  dependence on s im p l i f ie d  p ro to ty p e s  and schemata.
The fo llo w in g  pages develop research  t h a t  w i l l  in v e s t ig a te  th e  
e f fe c ts  o f v a r ie d  c o g n it iv e  co m p le x ity  on r a t in g  accuracy when two ra te e  
c h a r a c te r is t ic s  a re  made s a l ie n t .  Job e x p e rie n c e  and perform ance  
v a r i a b i l i t y  were chosen as th e  ra te e  c h a r a c te r is t ic s  because o f  past 
research  suggesting  th a t  each may in f lu e n c e  cau sa l a t t r ib u t io n s  and 
th e  judgm ent process (L e v e n th a l e t  a l . ,  1977; F u s i l ie r  & H i t t ,  1983;
S c o tt ft Hamner, 1 9 7 5 ). In  a d d it io n , when both c h a r a c te r is t ic s  a re  
m an ip u la ted , unmet e x p e c ta tio n s  re g a rd in g  th e  performance v a r i a b i l i t y  
o f  an exp erien ced  employee may r e s u l t  in  c o g n it iv e  in c o n s is te n c y .
Under such c o n d it io n s , i t  i s  suggested th a t  c o g n it iv e  co m p le x ity  w i l l  
a id  in  p rocess ing  re le v a n t  perform ance in fo rm a tio n  and r a t in g  a c c u ra te ly .
Ratee jo b  exp e rie n c e  and perform ance v a r i a b i l i t y  may prove to  be 
p o w erfu l v a r ia b le s  a f f e c t in g  c o g n it iv e  p rocess ing  o f perform ance  
in fo rm a tio n .
Job E xperience
One ra te e  c h a r a c te r is t ic  which may a f f e c t  r a t in g  accuracy is  ra te e  
Job e x p e rie n c e . E a r ly  a ttem p ts  to  dem onstrate a r e la t io n  between job  
te n u re  and perform ance were no t ve ry  p ro m is in g , however. Jay and Copes 
(1 9 5 7 ) rev iew ed  47 s tu d ie s  and found an averag e  c o r r e la t io n  between  
te n u re  and Job perform ance ra t in g s  o f .1 7 . More re c e n t ly ,  o th e rs  have 
re p o rte d  ve ry  sm a ll p o s it iv e  c o r r e la t io n s  between th ese  two v a r ia b le s  
(Bass ft T u rn e r, 1973; Casclo  ft V a le n z i, 1977; Zedeck & B aker, 1 9 7 2 ). 
Rothe (1 9 4 9 ) and S v e t l ik  e t  a l .  (1 9 6 4 ) c a u tio n  th a t  perform ance ra t in g s  
used f o r  m e r it  d e c is io n s  may not c o r r e la te  h ig h ly  w ith  te n u re  because o f
4some fa v o r it is m  shown tow ard newer employees who have n o t y e t  re c e iv e d  
m e r it  r a is e s .  Some r a te r s  may a d ju s t  m e r it  ra t in g s  so th a t  th o se  who 
have no t re c e iv e d  re c e n t m e r it  ra is e s  a re  rewarded re g a rd le s s  o f  te n u re .
There is  some evidence o f  a r e la t io n  between Job e x p e rie n c e  and 
perform ance ra t in g s  in  more re c e n t re s e a rc h . L even th a l e t  a l .  (1 9 7 7 )  
m anipu la ted  le c tu r e  q u a l i ty  on v id eo tap es  and p e rce ive d  jo b  exp e rie n c e  
o f le c tu r e r s  by in fo rm a tio n  g iven  to  th e  r a te r s .  They found th a t  fo r  
h igh  p erfo rm in g  le c tu r e r s ,  those p erc e iv e d  as having more years  o f  
e x p e rie n c e  (m easured as a m a n ip u la tio n  check) were g iven  h ig h e r p e r­
form ance ra t in g s  than  those  viewed as in e x p e rie n c e d . E xp erien ce , th en , 
may p la y  a s ig n i f ic a n t  r o le  in  r a t e r s ’ p e rc e p tio n s  o f  a c tu a l perform ance.
In  an o th er exp erim en t, r a te e  jo b  exp e rie n c e  a f fe c te d  business  
s tu d e n ts ’ Job s u i t a b i l i t y  ra t in g s  o f  h y p o th e tic a l jo b  a p p lic a n ts , w h ile  
o th e r r a te e  c h a r a c te r is t ic s ,  age, ra c e , and sex d id  n o t ( F u s i l i e r  & H i t t ,  
1 9 8 3 ). T h is  in d ic a te s  th a t  Job exp erien ce  may be a p ow erfu l 
v a r ia b le  in f lu e n c in g  th e  r a t in g  process.
H ypothesis  1
Because ra t in g s  tend  to  be h ig h e r f o r  experienced  em ployees, i t  
is  hyp o th es ized  th a t  exp erien ced  ra te e s  w i l l  be o v e rra te d ,  
in e x p e rie n c e d  ra te e s  w i l l  be u n d e rra te d , o r o v e r ra t in g  o f  
exp erien ce d  ra te e s  and u n d e rra tin g  o f  in exp erien ce d  ra te e s  w i l l  
o c c u r.
Perform ance V a r ia b i l i t y
Very l i t t l e  research  has been d ire c te d  a t  th e  e f f e c ts  o f  ra te e  
perform ance v a r i a b i l i t y  on c o g n it iv e  processes in  perform ance r a t in g .  
S p e c i f ic a l ly ,  l i t t l e  i s  known about how r a t in g  accuracy is  a f fe c te d  
by changes in  th e  le v e l  o f  a r a t e e 's  perform ance over a p e r io d  o f t im e . 
There is  some ev id en ce  to  suggest, however, th a t  n e g a tiv e  perform ance  
in fo rm a tio n  may be le s s  a c c u ra te ly  p e rc e iv e d , y e t  may weigh more h e a v ily  
in  th e  judgm ent process (Landy & F a r r ,  1 9 8 0 ). The r a t io n a le  behind t h is  
suggestion  is  based on th e  d i f f e r e n t i a l  accuracy phenomenon (Gordon,
1970, 1 9 7 2 ). G ordon's research  in d ic a te d  th a t  ra t in g s  o f  b eh av io r  
freq u en cy  were s ig n i f ic a n t ly  more a c c u ra te  f o r  fa v o ra b le  r a th e r  than  
u n fa v o ra b le  b e h a v io r.
U n fa v o ra b le  in fo rm a tio n  may be t r e a te d  d i f f e r e n t i a l l y  in  th e  
Judgment p rocess . Research in  s e le c t io n  in te rv ie w s  in d ic a te s  th a t  e a r ly  
im pressions dom inate acceptance d e c is io n s  (S p r ln g b e tt ,  1 9 5 8 ). An e a r ly  
u n fa v o ra b le  im pression  in  s e le c t io n  in te rv ie w s  was fo llo w e d  by a d e c is io n  
to  r e je c t  th e  a p p lic a n t  90# o f  th e  tim e  (B o ls te r  & S p r ln g b e tt , 1 9 6 1 ).
C o n s id erin g  th e  im pact th a t  n e g a tiv e  in fo rm a tio n  may have, what 
im press ions  m ight be formed by a r a t e r  e v a lu a tin g  a employee whose 
perform ance is  v a r ia b le ?  S c o tt and Hamner (1 9 7 5 ) p ro v id e  some c lu es  
about r a t e r  e x p e c ta tio n s  o f  ra te e s  w ith  v a r ia b le  perform ance. They 
m an ip u la ted  perform ance v a r i a b i l i t y  by having c o n fe d e ra te s  perform  
an e x p e rim e n ta l ta s k  (bagg ing  m arb les ) over s e v e ra l t r i a l s  v a ry in g  
th e  le v e l  o f perform ance fo r  each t r i a l  w h ile  s u b je c ts  observed t h e i r  
perform ance. In  th is  s tu d y , th e  ta s k  m o tiv a tio n  o f  w orkers w ith  v a r ia b le  
perform ance was ra te d  s ig n i f ic a n t ly  low er than th a t  o f  w orkers w ith  
s ta b le  perform ance. O v e ra ll task  perform ance ra t in g s  were s im ila r
fo r  w orkers w ith  v a r ia b le  and c o n s is te n t perform ance reco rd s ; however, 
s u b je c ts  w ere made aware o f  perform ance s tan d ard s , could  observe th e  
s p e c if ic  q u a n t ity  o f  work done, and were g iven  in fo rm a tio n  re g a rd in g  
th e  q u a l i t y  o f  w ork. They m ere ly  had to  keep tra c k  o f  th e  number o f  
m arbles bagged on each t r i a l .  Under th ese  c ircum stances, th e  s u b je c ­
t i v i t y  o f  perform ance judgment is  g r e a t ly  reduced compared to  th e  ty p ic a l  
perform ance a p p ra is a l s i tu a t io n .  To th e  e x te n t th a t  a t t r ib u t io n s  about 
m o tiv a tio n  were a f fe c te d  by perform ance v a r i a b i l i t y  in  th e  exp erim en t, i t  
seems l i k e l y  th a t  during  a more complex r a t in g  ta s k , s im i la r  a t t r ib u t io n s  
may in f lu e n c e  r a t in g s .
C e r ta in  p a tte rn s  o f  perform ance may be c o g n it iv e ly  c o n s is te n t w ith  
o th e r ra te e  c h a r a c te r is t ic s .  For exam ple, r a te r s  may a t t r ib u t e  c o n s is ­
te n t  p a tte rn s  o f  perform ance to  ten u red  employees and v a r ia b le  p a tte rn s  
o f perform ance to  untenured em ployees. C o ns idering  a v a r ia b le  s im i la r  to  
te n u re , employee age, C leve lan d  and Landy (1 9 8 3 ) m an ipu lated  th e  
perform ance p a tte rn  o f  h y p o th e t ic a l employees o f  d i f f e r e n t  ag es . Based 
upon p rev io u s  research  (C le v e la n d  & Landy, 1 9 8 1 ), th e  re s earch ers  
p rov ided  r a te r s  w ith  e i t h e r  a s e t  o f  h y p o th e tic a l perform ance ra t in g s  low  
on s e lf-d e v e lo p m e n t s k i l l s ,  In te rp e rs o n a l s k i l l s ,  te c h n ic a l competence, 
problem  s o lv in g , and a t te n t io n  to  d e t a i l  (s te r e o ty p ic  o ld e r  employee 
p a t te r n )  o r a s e t  o f  ra t in g s  h igh on th ese  dim ensions (s te re o ty p ic  
younger employee p a t t e r n ) .  O ther dim ensions were ra te d  fo r  th e  groups 
and th e  a c tu a l t o t a l  perform ance f o r  th e  two p a tte rn s  was equated . 
C leve lan d  and Landy (1 9 8 3 ) found t h a t  th e  two ra te e  c h a r a c te r is t ic s ,  
age and perform ance p a t te rn , d i f f e r e n t i a l l y  a f fe c te d  m anager’ s a l lo c a t io n  
o f  awards and prom otions to  h y p o th e tic a l em ployees. In te r e s t in g ly ,  
managers ra te d  th e  o v e r a l l  perform ance h ig h e r f o r  younger employees
whose perform ance p a tte rn  was d escribed  as s te r e o ty p ic a l ly  young than  
f o r  younger employees whose p a tte rn  was d escrib ed  as s te r e o ty p ic a l ly  
o ld . T h is  f in d in g  lends credence to  th e  id e a  th a t  a perform ance p a tte rn  
in c o n s is te n t  w ith  a p ro to ty p e  can in f lu e n c e  perform ance r a t in g s .
Schein (1 9 7 8 ) , b u ild in g  upon e a r l i e r  lo n g itu d in a l  research  on c a re e r  
s ta g e s , suggests th a t  when employees reach m id career i t  is  im p lie d  th a t  
"one is  p e rc e iv e d  as a s teady c o n tr ib u to r  f o r  th e  rem ainder o f  th e  
c a re e r " , w h ile  those ju s t  s ta r t in g  a Job a re  in  a s ta te  o f  le a rn in g  and 
d is c o v e ry . T h is  suggestion  is  re le v a n t  to  perform ance e x p e c ta tio n s  which 
may in f lu e n c e  perform ance a p p ra is a l r a t in g s .  One may expect th a t  
exp erien ced  employees would have r e la t i v e ly  s ta b le  perform ance, w h ile  
in e x p e rie n c e d  employees would have v a r ia b le  perform ance. Because t h is  
assum ption was Im p o rta n t to  th e  r e s t  o f  th e  re s e a rc h , th e  h yp o th es is  
th a t  r a te r s  would expect experienced  employees to  have s ta b le  perform ance  
and in e x p e rie n c e d  employees to  have v a r ia b le  perform ance was te s te d  in  a 
p i l o t  s tu d y . The fo llo w in g  m ajor hyp o th es is  fo llo w s  lo g ic a l ly .
H ypothesis  2
S ince in fo rm a tio n  in c o n s is te n t w ith  p ro to ty p e  e x p e c ta tio n s  such 
as those d iscussed above may r e s u l t  in  b iased  ra t in g s  ( I lg e n  & 
Feldmon, 1 9 8 3 ), i t  was hypothesized  th a t  when r a t e r  e x p e rie n c e  and 
perform ance v a r i a b i l i t y  a re  not c o n s is te n t w ith  th ese  e x p e c ta tio n s ,  
r a t in g  accuracy w i l l  be a f fe c te d .
C o g n itiv e  C om plexity  
A n a ly s is  o f  complex perform ance In fo rm a tio n  in c lu d in g  such ra te e  
c h a r a c te r is t ic s  as perform ance v a r i a b i l i t y  and r a te e  exp e rie n c e  may 
re q u ire  a r a t e r  w ith  h ig h e r c o g n it iv e  a b i l i t i e s .  Feldman (1 9 8 1 ) has 
suggested th a t  th e  f lo o d  o f  in fo rm a tio n  a v a i la b le  to  a r a t e r  must be
s im p l i f ie d  in  some way d u rin g  th e  r a t in g  process. R a te rs  use c o g n it iv e  
schemata to  c a te g o r iz e  a r a t e e ’ s b eh av io r so th a t  a r a t in g  can be 
determ in ed . The more complex th e  schemata or d im ensions, th e  more 
a c c u ra te  a re  p e rc e p tio n s  o f  a c tu a l perform ance. When s im p le  schemata 
a re  used to  c a te g o r iz e  a r a t e e ’ s perform ance as a h igh o r low perform ance  
p ro to ty p e , th e  p e rc e p tio n  o f  a c tu a l b eh av io r may become d is to r te d  (D e N is i 
e t  a l . ,  1984: Feldman, 1981; C antor & M is c h e l, 1 9 7 9 ),
R atee c h a r a c te r is t ic s  may in f lu e n c e  a r a t e r  to  c la s s i f y  th e  ra te e  
in to  a h igh o r low  perfo rm er p ro to ty p e  re g a rd le s s  o f  a c tu a l b e h a v io r. 
R atin g s  based on such a s im p le  c la s s i f ic a t io n  may be in a c c u ra te  i f  
th e  p ro to ty p e  does n o t match a c tu a l perform ance. When th e  p ro to ty p e  
used is  c o n s is te n t w ith  a c tu a l perform ance, c o g n it iv e  co n s is ten cy  e x is ts  
and more a c c u ra te  ra t in g s  a re  expected .
The r a t e r ’ s a b i l i t y  to  d ea l w ith  complex schemata may be im p o rta n t  
in  d e te rm in in g  th e  e x te n t to  which c o g n it iv e  in c o n s is te n c ie s  a f f e c t  
r a t in g  accu racy . C o g n it iv e  co m p le x ity  I s  a c o n s tru c t which i l lu s t r a t e s  
t h is  a b i l i t y .  S chneier (1 9 7 7 ) d e fin e s  c o g n it iv e  c o m p le x ity  as "th e  
degree to  which a person possesses th e  a b i l i t y  to  p e rc e iv e  beh av io r  
in  a m u ltid im e n s io n a l m anner." A c o g n it iv e ly  complex person would 
supposedly be a b le  to  make f in e  d is c r im in a t io n s  in  b eh av io r across  
many dim ensions. The id e a  th a t  a c o g n it iv e ly  complex r a t e r  would make 
more e f f e c t iv e  perform ance a p p ra is a l r a t in g s  was suggested by S chneier 
(1 9 7 7 ) in  what has come to  be known as c o g n it iv e  c o m p a t ib i l i t y  th e o ry .
The th e o ry  proposes th a t  a r a t e r 's  c o g n it iv e  s tru c tu re  should match th e  
demands o f  th e  perform ance a p p ra is a l fo rm a t in  o rd er f o r  psychom etric  
q u a l i t y  and accuracy to  be h ig h . S chneier (1 9 7 7 ) , using  B le r i  e t  a l . ' s  
(1 9 6 6 ) v e rs io n  o f  K e l ly ’ s (1 9 5 5 ) R ole  C o n stru c t R ep erto ry  (REP) T es t to
measure c o g n it iv e  c o m p le x ity , found p re lim in a ry  evidence th a t  c o g n it iv e  
c o m p le x ity  i s  r e la te d  to  le s s  psychom etric  e r r o r  on b e h a v io ra lly  anchored  
r a t in g  s c a le s  (BARS). However, three subsequent e m p ir ic a l In v e s t ig a t io n s  
f a i l e d  to  f in d  ev idence o f  th e  r e la t io n s h ip  between c o g n it iv e  co m p lex ity  
and psychom etric  e r r o r  (B e rn a rd in  ft B oetcher, 1978; Eder, B e a tty , ft 
Keaveny, 1979; Sauser ft Pond, 1 9 7 9 ). O ther s tu d ie s  have f a i l e d  to  show a 
r e la t io n  between c o g n it iv e  co m p lex ity  us ing  S c h n e ie r 's  (1 9 7 7 ) method o f  
measurement and r a t in g  accuracy (B e rn a rd in  ft C ardy, 1981; Borman, 1979; 
B e rn a rd in , Cardy, ft C a r ly le ,  1 9 8 2 ). In  a d d it io n , using a l t e r n a t iv e  
measures o f  c o g n it iv e  co m p le x ity  t h a t  re q u ire d  s u b je c ts  to  g e n era te  
b e h a v io ra l dim ensions f o r  two Jobs, support was found fo r  a c o g n it iv e  
c o m p le x ity  r e la t io n  w ith  h a lo  e r r o r  bu t no t w ith  r a t in g  accuracy  
(B e rn a rd in  ft Cardy, 1981; B e rn a rd in , Cardy, ft C a r ly le ,  1 9 8 2 ).
None o f  th e s e  s tu d ie s , however, m an ipu la ted  ra te e  c h a r a c te r is t ic s  to  te s t  
w hether c o g n it iv e  co m p lex ity  would im prove accuracy when c o g n it iv e ly  
in c o n s is te n t  p ro to ty p e  in fo rm a tio n  is  p re s e n t.
R atee c h a r a c te r is t ic s  c o n tr ib u te  a d d it io n a l  dim ensions o f  in fo rm a ­
t io n  to  an a p p ra is a l s i t u a t io n .  Not o n ly  must a r a t e r  c o n s id e r th e  
perform ance dim ensions and b e h a v io ra l anchors in c lu d e d  on a BARS fo rm a t, 
bu t a r a t e r  must a ls o  c o n s id er r a te e  c h a r a c te r is t ic s  which may not be 
c o g n it iv e ly  c o n s is te n t w ith  a p ro to ty p e . A c o g n it iv e ly  s im p le  r a t e r  may 
be more in flu e n c e d  by ra te e  c h a r a c te r is t ic s  than  th e  a c tu a l b eh av io r in  
q u es tio n  when a c tu a l perform ance is  in c o n s is te n t w ith  th e  p ro to ty p e . A 
c o g n it iv e ly  complex r a t e r  may be more a b le  to  d e a l w ith  such 
c o n tra d ic to ry  in fo rm a tio n  by using  a d d it io n a l  schemata.
H ypothesis  5
I t  was h ypo thes ized  th a t  c o g n it iv e ly  complex r a te r s  w i l l  have more
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a c c u ra te  r a t in g s  under c o g n it iv e ly  in c o n s is te n t  c o n d it io n s  ( i . e . ,  
when ra te e s  have much jo b  exp e rie n c e  and h igh perform ance v a r i ­
a b i l i t y ,  and when ra te e s  w ith  l i t t l e  Job e x p e rie n c e  have low  
perform ance v a r i a b i l i t y ) .
A t t r ib u t io n s
People o fte n  make a t t r ib u t io n s  concern ing  w hether a n o th e r 's  a c tio n s  
a re  caused by som ething in  th e  person ( in t e r n a l  fa c to r s )  o r som ething  
o u ts id e  th e  person (e x te r n a l  fa c to r s )  (H o ld e r , 1958, ch . A ). In te r n a l  
fa c to r s  a re  causes a t t r ib u t e d  to  th e  person such as a b i l i t y  o r e f f o r t .  
E x te rn a l fa c to r s  a re  causes a t t r ib u t e d  to  som ething e x te r n a l  to  th e  
person ( e . g . ,  ta s k  o r ch an ce).
K e lle y  (1 9 7 2 , 1973, 1980) contends th a t  in  o rd e r to  make cau sa l 
a t t r ib u t io n s  re g a rd in g  an a c to r 's  b eh av io r tow ard a s tim u lu s  o b je c t  
in  a p a r t ic u la r  s i tu a t io n ,  peop le  r e ly  on In fo rm a tio n  concern ing  ( a )  
consensus -  o th e r s ’ b eh av io r in  th e  same s i t u a t io n ;  (b )  co n s is ten cy
-  th e  a c to r 's  b eh av io r across o th e r s i tu a t io n s  ; ( c )  d is t in c t iv e n e s s
-  th e  a c t o r ’ s b e h a v io r tow ard th e  s tim u lu s  o b je c t  in  c o n tra s t  to  b eh av io r  
tow ard  o th e r  o b je c ts . M oreover, in  th e  absence o f  such in fo rm a tio n ,  
a t t r ib u t io n s  a re  made on th e  b a s is  o f  a s in g le  o b s e rv a tio n  us ing  causa l 
schem ata, o r  b e l ie f s  concern ing  how c e r ta in  causes In t e r a c t  w ith  c e r ta in  
e f f e c t s .
C onsider a r a t in g  s i tu a t io n  in  which one employee i s  ra te d  f o r  
o v e r a l l  perform ance across s e v e ra l perform ance in t e r v a ls  in  one work 
s i t u a t io n .  Consensus and d ls t ic t iv e n e s s  In fo rm a tio n  would not be 
a v a i la b le  to  th e  r a t e r ,  a lthough  co n s is ten cy  In fo rm a tio n  could  be 
p rov ided  by re v ie w in g  changes in  b eh av io r across perform ance In t e r v a ls .  
Thus, as K e lle y  suggests, co n s is ten cy  in fo rm a tio n  should become more
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Im p o rta n t in  th e  absence o f  consensus and d is t in c t iv e n e s s  in fo rm a tio n ;  
and, w ith  le s s  in fo rm a tio n  a v a i la b le ,  cau sa l schemata should  p r e v a i l  in  
th e  a t t r ib u t io n  p rocess.
Sim ple cau sa l schemata may o p e ra te  on what has been d escrib ed  
as th e  "d is c o u n tin g  p r in c ip le ” which suggests th a t  a g iven  cause is  
discounted  by a t t r ib u t o r s  i f  o th e r  p la u s ib le  causes a re  p re s e n t (Jones  
e t  a l ,  1961; T h lb a u t & R iechen, 1 9 5 5 ). T h is  p r in c ip le  im p lie s  fu r th e r  
th a t  a cause is  a t t r ib u t e d  to  th e  s itu a t io n  (e x t e r n a l )  o r th e  th e  person  
( in t e r n a l )  depending upon w hether th e  b eh av io r is  expected  o r unexpected.
That i s ,  unexpected b eh av io r is  o fte n  e x p la in e d  more in  term s o f th e  
person than th e  s itu a t io n  (Jones, D av is , & Gergen, 1 9 6 1 ). However, 
unexpected b eh av io r i s  no t always a t t r ib u te d  to  e i t h e r  an in te r n a l  o r an 
e x te rn a l cause. L a l l je e ,  Watson, and W hite  (1 9 8 2 ) a s s e r t  th a t  
e x p la n a tio n s  f o r  unexpected b eh av io r a re  more complex than  f o r  expected  
b e h a v io r , and p robab ly  in v o lv e  both in te r n a l  and e x te rn a l a t t r ib u t io n s .
P a r t ic u la r ly , ln co n g ru en t (o r  unexpected, c o g n it iv e ly  in c o n s is te n t )  
in fo rm a tio n  may r e s u l t  in  deeper p rocessing  o f  cau sa l schem ata, b lock  
co n tin u ed  comprehension o f  o th e r  aspects  o f  th e  e v e n t, and in c re a s e  
s c ru t in y  o f  cau sa l e lem ents (Hansen, 1 9 8 5 ). More a t te n t io n  may be 
given  to  th e  b eh av io r o f  th e  person being  observed and th e  causes o f  the  
b eh av io r w ith o u t awareness o f th e  au to m atic  process t h a t  re s u lte d  in  
t h e i r  s o lie n c e . Congruent (c o g n it iv e ly  c o n s is te n t )  in fo rm a tio n  may be 
g iven  le s s  a t te n t io n  in  th e  a t t r ib u t io n  process w h ile  ln co n g ru en t 
( c o g n it iv e ly  In c o n s is te n t )  in fo rm a tio n  is  h ig h lig h te d  r e s u lt in g  in  a 
" te x tu r in g "  o f  In fo rm a tio n  (Hansen, 1 9 8 5 ).
The p rev io u s  c o n te n tio n  th a t  r a te r s  may exp ect exp erien ced  employees 
to  have s ta b le  perform ance and in e x p e rie n c e d  employees to  have v a r ia b le
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perform ance Is  re le v a n t  to  th is  d iscu ss io n  o f  th e  a t t r ib u t io n  process. 
In te r n a l  and e x te rn a l a t t r ib u t io n s  should be s tro n g e r in  c o g n it iv e ly  
in c o n s is te n t  c o n d itio n s  ( i . e . ,  an experienced  employee w ith  v a r ia b le  
perform ance and an in exp erien ce d  employee w ith  s ta b le  p e rfo rm an ce), 
because p ro to ty p e  e x p e c ta tio n s  would be d is tu rb e d  by th e  c o g n it iv e  
in c o n s is te n c ie s  in  exp erien ce  and perform ance v a r i a b i l i t y .
S c o tt and Hamner's (1 9 7 5 ) r e s u lts  In d ic a te  th e  ty p e  o f in te r n a l  
a t t r ib u t io n  th a t  m ight r e la t e  to  perform ance v a r i a b i l i t y .  As discussed  
e a r l i e r ,  ta s k  m o tiv a tio n  ( e f f o r t )  was ra te d  low er f o r  s u b je c ts  w ith  
v a r ia b le  perform ance. E x te rn a l a t t r ib u t io n s  were no t in v e s t ig a te d  
in  th e  s tu d y .
A t t r ib u t io n s  concern ing  e f f o r t  seem to  be p la u s ib le  f o r  e x p la in in g  
an exp erien ced  em ployee’ s perform ance when i t  is  v a r ia b le ,  because 
th e  a b i l i t y  to  perform  th e  Job c o n s is te n t ly  is  presumed. A b i l i t y  may be 
a more p la u s ib le  e x p la n a tio n  o f  perform ance when an in exp erien ce d  
employee behaves c o n s is te n t ly , because in e x p e rie n c e  im p lie s  th a t  most new 
employees have n o t y e t  m astered o i l  th e  Job s k i l l s  necessary f o r  s ta b le  
p erfo rm an ce .
Some e x te rn a l a t t r ib u t io n s  a ls o  appear lo g ic a l  f o r  th e  c o g n it iv e ly  
in c o n s is te n t c o n d it io n s . When an experienced  em ployee 's  perform ance  
is  v a r ia b le ,  i t  may be viewed as re s u lt in g  from  chance occurrence, 
because o f  th e  presumed a b i l i t y  to  d ea l w ith  d i f f i c u l t  ta s k s . When 
an in exp erien ce d  employee e x h ib its  s ta b le  perform ance, i t  may be seen 
as r e s u lt in g  from  th e  ta s k  i t s e l f ,  because th e  ta s k  demands would rem ain  
th e  same across d i f f e r e n t  perform ance In t e r v a ls .
H ypothesis  4
S p e c i f ic a l ly ,  as o u t lin e d  above, i t  i s  hypo thesized  th a t
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o v e r a l l  perform ance w i l l  be a t t r ib u te d  to  e f f o r t  o r chance when th e  
employee w ith  much jo b  e x p e rie n c e  perform s v a r ia b ly  and to  a b i l i t y  
o r th e  ta s k  when th e  employee w ith  l i t t l e  jo b  e x p e rie n c e  perform s  
c o n s is te n t ly .
C u rre n t Research
The c u rre n t  research  e xp lo red  how complex r a t in g  c o n d it io n s  a f f e c t  
r a t e r  a t t r ib u t io n s  and th e  accuracy o f  perform ance a p p ra is a l r a t in g s .
To e s ta b lis h  complex r a t in g  c o n d it io n s , th e  ra te e  c h a r a c te r is t ic s  o f Job 
exp e rie n c e  and perform ance v a r i a b i l i t y  were m an ipu lated  in  two la b o ra to ry  
exp erim en ts . Because ra t in g s  o f  exp erien ced  employees a re  o fte n  in ­
f la t e d ,  more a c c u ra te  ra t in g s  were expected f o r  in e x p e rie n c e d  em ployees.
F i r s t ,  a p i l o t  study was conducted t o  d eterm in e  w hether r a te r s  have 
p ro to ty p e  e x p e c ta tio n s  re g a rd in g  th e  o v e r a l l  perform ance and perform ance  
v a r i a b i l i t y  o f  ra te e s  w ith  d i f f e r e n t  le v e ls  o f  Job e x p e rie n c e . Second, 
Experim ent 1 in v e s t ig a te d  r a t in g  accuracy and r a t e r  cau sa l a t t r ib u t io n s  
o f  perform ance when v a ry in g  degrees o f  both ra te e  c h a r a c te r is t ic s  (Job  
e x p e rie n c e  and perform ance v a r i a b i l i t y )  a re  c o g n it iv e ly  in c o n s is te n t w ith  
r a t e r  e x p e c ta t io n s . In  a d d it io n , c o g n it iv e  co m p le x ity  was in v e s t ig a te d  
as a p o s s ib le  r a t e r  c h a r a c t e r is t ic  th a t  may p o s s ib ly  improve r a t in g  
accuracy when ra te e  c h a r a c te r is t ic s  a re  c o g n it iv e ly  in c o n s is te n t . T h ird , 
Experim ent 2 served  as a p a r t i a l  r e p l ic a t io n  o f  Experim ent 1 using  
d i f f e r e n t  r a t in g  s t im u l i  from  Experim ent 1.
In  sum, th e  fo u r  p r in c ip le  hypotheses o f  th e  research  a re :
( 1 )  Experienced ra te e s  w i l l  o v e rra te d , in e x p e rie n c e d  w i l l  be 
u n d e rra te d , o r o v e r ra t in g  o f  experienced  ra te e s  and u n d e rra tin g  
o f  in e x p e rie n c e d  ra te e s  w i l l  occur.
( 2 )  Accuracy o f  r a t in g s  w i l l  be low est when h igh  Job exp e rie n c e  and
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v a r ia b le  perform ance is  p re s e n t, and when low Job exp erien ce  
and c o n s is te n t perform ance is  p re s e n t (c o g n it iv e ly  in c o n s is te n t  
c o n d it io n s ) .
( 3 )  Accuracy w i l l  be g re a te s t  f o r  more c o g n it iv e ly  complex r a te r s  
when Job exp e rie n c e  and perform ance v a r i a b i l i t y  a re  c o g n it iv e ly  
in c o n s is te n t .
( 4 )  O v e ra ll  perform ance w i l l  be a t t r ib u te d  to  e f f o r t  o r chance when 
th e  employee w ith  much Job exp e rie n c e  perform s v a r ia b ly  and to  
a b i l i t y  o r th e  ta s k  when th e  employee w ith  l i t t l e  job  
e xp e rie n c e  perform s c o n s is te n t ly .
P i lo t  Study
I t  was hypo thesized  th a t  s u b je c ts  would expect th a t  experienced  
employees w i l l  have s ta b le  perform ance and in e x p e rie n c e d  employees w i l l  
have v a r ia b le  perform ance.
Method
S u b jec ts
O n e -h u n d re d -fo rty -s e v e n  undergraduate  s tu d en ts  p a r t ic ip a te d  in  th e  
study f o r  e x tra  c r e d i t  in  a Psychology course . S u b jec ts  were randomly 
assigned to  one o f  th re e  e x p e rim e n ta l c e l ls .
Design
A one-way ANOVA design w ith  ra te e  jo b  exp e rie n c e  as th e  th re e  le v e l  
b etw een -su b jec ts  v a r ia b le  was used. The th re e  le v e ls  co n s is ted  o f  no 
e x p e rie n c e , f i v e  years  e x p e rie n c e , and ten  years  e x p e rie n c e . The 
dependent v a r ia b le s  were 7 -p o ln t  s c a le  ra t in g s  on two qu estio n s  (Appendix  
A ). F i r s t ,  s u b je c ts  were asked how v a r ia b le  th ey  expected  th e  pei— 
form ance o f  a t h i r t y - e ig h t  year o ld  in s t r u c to r  w ith  a describ ed  
e x p e rie n c e  le v e l  to  be. Second, s u b je c ts  were asked to  r a te  th e  expected  
le v e l  o f  o v e r a l l  perform ance f o r  th e  in s t r u c to r .
R esu lts
A one-way ANOVA and Duncan’ s M u lt ip le  Range T es t in d ic a te d  th a t  th e  
s u b je c ts  expected  in exp erien ce d  in s tru c to rs  to  have more v a r ia b le  
perform ance than  ones w ith  f i v e  o r ten  years  exp e rie n c e  ( F 2 ,144= 6 .67 , 
p < .0 1 , w 2 - .0 7 ) .  In  a d d it io n , a s e p a ra te  one-way ANOVA and Duncan's  
M u lt ip le  Range T e s t in d ic a te d  th a t  th e  s u b je c ts  expected  more experienced  
in s t r u c to r s  to  have h ig h e r le v e ls  o f  perform ance o v e r a l l  (F 2 ,1 i» 4 -3 8 .A 2 , 
p < .0001 , w 2 -.3 A ). Each group was s ig n i f ic a n t ly  d i f f e r e n t  from  th e  
o th e rs .
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Experim ent 1
The f i r s t  exp erim en t u t i l i z e d  w r i t te n  d e s c r ip t io n s  (v ig n e t te s )  o f  an 
in s t r u c t o r 's  te a c h in g  perform ance as th e  r a t in g  s t im u l i .  Job exp erien ce  
and perform ance v a r i a b i l i t y  were m an ipu lated  in  th e  d e s c r ip t io n s .
Method
S u b jec ts
O n e -h u n d re d - th ir ty - f iv e  undergraduate  s tu d en ts  who had not 
p a r t ic ip a te d  in  th e  P i lo t  Study p a r t ic ip a te d  in  th e  experim ent f o r  e x tra  
c r e d i t  in  a psychology course. F if te e n  s u b je c ts  were assigned to  each 
e x p e rim e n ta l c e l l .
Design
A re g re s s io n  design  w ith  th re e  b e tw e e n -s u b je c ts  v a r ia b le s  (R a te e  Job 
E xp erien ce  X R atee Perform ance V a r ia b i l i t y  X C o g n it iv e  C o m p lex ity ) was 
employed. Ratee Job E xperience c o n s is te d  o f th re e  c o n d it io n s : no
e x p e rie n c e , f i v e  years  e x p e rie n c e , and te n  years  e x p e rie n c e . The 
m a n ip u la tio n  o f  r a te e  perform ance v a r i a b i l i t y  in v o lv e d  s ix  v ig n e tte s  
presen ted  in  th re e  d i f f e r e n t  c o n d it io n s : c o n s is te n t, m oderate ly  v a r i ­
a b le , and h ig h ly  v a r ia b le  perform ance.
True scores f o r  each dimension w ith in  a v ig n e t te  were determ ined by 
a v e ra g in g  th e  e f fe c t iv e n e s s  le v e ls  o f  th e  beh av io rs  f o r  each dim ension. 
Dim ensions w ith in  each v ig n e t te  had a p p ro x im ate ly  th e  same tru e  sco res . 
Each v ig n e t te  t ru e  score  was th e  mean o f  th e  dim ension t r u e  sco res . In  
th e  c o n s is te n t c o n d it io n , a l l  v ig n e t te  t r u e  scores were a p p ro x im a te ly  6 .0  
based on an 1 1 -p o ln t  s c a le . Each v ig n e t te  t r u e  score  was v a r ie d  f o r  th e  
m oderate c o n d it io n  (a p p ro x im a te ly  k, 5 , 6 , 6 , 7 , 8 )  and th e  h igh co n d i­
t io n  (a p p ro x im a te ly  1, 3 , 5 , 7 , 9, 1 1 ) .  A lso , v ig n e t te  t ru e  scores in  
th e  two v a r ia b le  c o n d it io n s  were co u n terb a lan ced  to  c o n tro l f o r  o rd er  
e f f e c t s  ( i . e . ,  in c re a s e s  o r decreases in  p e rfo rm an ce ). O v e ra ll t ru e
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e f fe c ts  ( i . e . ,  in c re a s e s  o r decreases in  p e rfo rm an ce). O v e ra ll  t ru e  
r a t in g s  f o r  th e  ra te e  describ ed  in  th e  s ix  v ig n e tte s  were determ ined by 
th e  average o f  th e  v ig n e t te  t ru e  scores , and thus were a p p ro x im a te ly  6 .0  
in  a l l  th re e  c o n d it io n s .
Procedure
O verv iew . S u b je c ts  com pleted th re e  measures o f  c o g n it iv e  
c o m p le x ity : a m o d ifie d  v e rs io n  o f th e  one used by S chneier (1 9 7 7 ) and two 
a l t e r n a t iv e  measures used by B ernard in  and Cardy (1 9 8 1 ) . S u b jec ts  a ls o  
com pleted perform ance r a t in g s ,  an a t t r ib u t io n  q u e s tio n n a ire , and a 
m a n ip u la tio n  check q u e s tio n n n a ire .
V ig n e t te s . Each v ig n e t te  co n s is ted  o f  beh av io rs  d e s c rib in g  a 
c o lle g e  p ro fe s s o r ’ s te a c h in g  perform ance. Behaviors f o r  each v ig n e t te  
were d e r iv e d  from  c r i t i c a l  in c id e n ts  gathered  by Sauser, Evans, and 
Champion (1 9 7 9 ) and W ilhe lm  (1 9 8 6 ) . Each v ig n e t te  co n ta in ed  ten  
b eh av io rs  from  f i v e  dim ensions o f  te a c h in g  perform ance ( r e la t io n s h ip  w ith  
s tu d e n ts , reasonab leness o f  w ork load , and fa irn e s s  o f  te s t in g  and 
g ra d in g ) .  V ig n e tte s  In c lu d e d  two lo g ic a l ly  c o n s is te n t beh av io rs  from  
each d im ension . D i f f e r e n t  b ehav io rs  were used in  each v ig n e t te  presented  
to  a s u b je c t .
In s t r u c t io n s . S u b jec ts  were to ld  th a t  th e  s e r ie s  o f  s ix  v ig n e tte s  
were d e s c r ip t io n s  o f  a p ro fe s s o r ’ s te a c h in g  perform ance w h ile  p re s e n tin g  
s ix  d i f f e r e n t  u n its  o f  course study d u rin g  a sem ester. Each v ig n e t te  
w ith in  th e  s e r ie s  o f  s ix  describ ed  th e  p ro fe s s o r ’ s te a c h in g  o f  a s in g le  
undesignated  u n it  o f  study p reced ing  an exam. Job exp erien ce  was 
m an ip u la ted  by d e s c rib in g  th e  exp erien ce  le v e l  o f  th e  p ro fe s s o r a t  th e  
b eg in n in g  o f  each v ig n e t te .
In s tru m en ts
C o g n it iv e  C o m p le x ity . S u b jec ts  f i r s t  com pleted B le r l  e t  a l . ’ s (1 9 6 6 )
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v e rs io n  o f  K e l ly 's  (1 9 5 5 ) Role C o n stru c t R ep erto ry  (REP) T e s t to  measure 
c o g n it iv e  co m p lex ity  (Appendix B ). The REP T e s t was m o d ifie d  to  ovoid  
p o s it iv e  response b ia s  (Vannoy, 1 9 6 5 ). S c h n e ie r ’ s (1 9 7 9 ) a n a ly s is  o f  the  
B ie r l  e t  a l .  (1 9 6 6 )  in s tru m en t showed i t  to  have h igh  t e s t - r e t e s t  
r e l i a b i l i t y  ( r « .5 A , p < .0 0 1 ) and convergent and d is c r im in a n t  v a l i d i t y .  
Thus, th e  in s tru m e n t has s a t is fa c to r y  In te r n a l  v a l i d i t y .  In  a d d it io n ,  
norm ta b le s  developed by S chneler (1 9 7 9 ) o f f e r  ev idence  fo r  e s ta b lis h in g  
th e  e x te rn a l v a l i d i t y  f o r  th e  in s tru m e n t.
S u b jec ts  a ls o  com pleted two a l t e r n a t iv e  measures o f  c o g n it iv e  
co m p lex ity  (Job D e s c r ip tio n  O uestions -  JDQ1 and JD02) used by B ernard in  
and Cardy (1 9 8 1 ) (Appendix C ). These measures re q u ire d  s u b je c ts  to  
g e n e ra te  and d e f in e  as many perform ance dim ensions th e y  cou ld  f o r  th e  job  
o f  a manager g iv in g  employee perform ance feedback (JDQ1) and th e  jo b  o f  
c o lle g e  In s t r u c to r  (JD Q 2). The two measures were scored by co unting  th e  
number o f  dim ensions g en era ted .
Two g rad u ate  s tu d en ts  in d ep en d en tly  scored th e  two Job D e s c r ip tio n  
O u estio n s . In t e r r a t e r  r e l i a b i l i t i e s  f o r  s c o rin g  JD01 ( r - . 8 9 ,  p < .0 0 0 l)  
and JD02 ( r - . 9 8 ,  Pc.OOOl) were a c c e p ta b le .
R a tin g  S c a le s . S u b jec ts  were prov ided  w ith  a b o o k le t c o n ta in in g  th e  
v ig n e t te s . F iv e  1 1 -p o in t  b e h a v lo ra lly  anchored r a t in g  s c a le s  (BARS) 
fo llo w e d  each v ig n e t te  (Appendix D ). S u b jec ts  ra te d  o n ly  th e  perform ance  
i l l u s t r a t e d  in  th e  v ig n e t te  p reced in g  each s e t  o f  th ese  BARS. F iv e  BARS 
o f th e  same ty p e  were presen ted  a t  th e  end o f  th e  b o o k le t fo r  s u b je c ts  to  
r a t e  th e  o v e r a l l  perform ance on th e  f i v e  perform ance d im ensions. Each 
s c a le  was c o n s tru c te d 'u s in g  th re e  o f  Souser, Evans, and Champion's (1 9 7 9 )  
c r i t i c a l  In c id e n ts  to  anchor th e  ends and m id d le  o f  th e  s c a le . Anchors 
were d i f f e r e n t  from  th e  beh av io rs  used in  th e  v ig n e t te s .
A t t r ib u t io n s . Causal a t t r ib u t io n s  were examined by s u b je c ts '
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responses to  e ig h t  questions  on a 7 -p o in t  s c a le  (Appendix E ). S ub jects  
were asked to  what e x te n t th e y  b e lie v e d  th e  In s t r u c t o r ’ s o v e r a l l  
perform ance th roughout th e  sem ester was due to  e f f o r t ,  a b i l i t y ,  th e  ta s k , 
o r chance.
M a n ip u la tio n  Checks. Using s e p a ra te  7 -p o in t  s c a le s , s u b je c ts  
responded to  two q uestions  re g a rd in g  m a n ip u la tio n s  (A ppendix F ) :  ( a )  How
exp erien ced  in  c o lle g e  le v e l  te a c h in g  was th e  p ro fesso r?  (responses  
ran g in g  from  n o t a t  a l l  to  e x tre m e ly ) , (b )  How much d id  th e  p ro fe s s o r 's  
perform ance le v e l  change ( f o r  b e t te r  o r w orse) over th e  sem ester?  
(responses ran g in g  from  not a t  a l l  to  e x tre m e ly ) .
Dependent Measures
R atin g  A ccuracy. Cronbach’ s (1 9 5 5 ) fo u r  Independent components o f  
r a t in g  accuracy were used as dependent measures (T a b le  1 ) .  The fo u r  
components a re  ( a )  E le v a tio n , ( b )  D i f f e r e n t i a l  E le v a t io n , ( c )  S te reo typ e  
Accuracy, ( c )  D i f f e r e n t i a l  Accuracy. A ccurate  ra t in g s  r e s u l t  in  low  
scores on th ese  measures.
T r a d i t io n a l ly ,  these  components a re  d e fin e d  as te n d e n c ie s  in  
a c c u ra te ly  r a t in g  a group o f ra te e s . In  t h is  s tu d y , th e  accuracy  
components re p re s e n te d  tend en c ies  in  a c c u ra te ly  r a t in g  a s in g le  ra te e  a t  
d i f f e r e n t  perform ance in te r v a ls  rep resen ted  by th e  la s t  fo u r  v ig n e t te s .  
Only ra t in g s  from  th e  la s t  fo u r  v ig n e tte s  were used fo r  th e  a n a ly s is  o f  
th e  accuracy components, because th e  e f f e c t  o f  perform ance v a r i a b i l i t y  
( i n  th e  p rev io u s  v ig n e t te s )  upon r a t in g  accuracy o f  subsequent p e r fo r ­
mance in te r v a ls  was o f  in te r e s t .
T h e re fo re , in  th is  s tudy , ( a )  E le v a tio n  was a measure o f  th e  
tendency to  r a te  h ig h e r o r low er than th e  average t r u e  le v e l  o f  p e r fo r ­
mance f o r  th e  perform ance in te r v a ls  (v ig n e t te s ) ;  (b )  D i f f e r e n t i a l  
E le v a tio n  was a measure o f  th e  a b i l i t y  to  d i f f e r e n t i a t e  between th e
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average  t r u e  le v e ls  o f perform ance In  each perform ance In t e r v a l  
( v ig n e t t e ) ;  ( c )  S te re o ty p e  Accuracy was a measure o f  th e  r a t e r ’ s 
d i f f e r e n t ia t io n  among average d im ensional perform ance le v e ls ;  (d )  
D i f f e r e n t i a l  Accuracy was a measure o f  th e  r a t e r ’ s a b i l i t y  to  
d i f f e r e n t i a t e  among perform ance in te r v a ls  (v ig n e t te s )  w ith in  perform ance  
dim ensions. T o g e th er, th ese  fo u r  accuracy components should p ro v id e  a 
c le a r  p ic tu re  o f  th e  e f f e c t  perform ance v a r i a b i l i t y  and jo b  exp erien ce  
may have upon a r a t e r ’ s a b i l i t y  to  approxim ate t r u e  ra t in g s  in  subsequent 
perform ance in t e r v a ls .
O v e ra ll  P erform ance. In  a d d it io n  to  a n a ly s is  o f  th e  e f fe c ts  o f  the  
independent v a r ia b le s  upon r a t in g  accuracy o f  perform ance in t e r v a ls ,  
t h e i r  e f f e c ts  upon ra t in g s  o f  o v e r a l l  perform ance was in v e s t ig a te d .  
R atings  from  th e  f i n a l  s e t o f  BARS presented  were an a lyzed  f o r  t h e i r  
t o t a l  accuracy ( i . e . ,  d if fe re n c e  o f  th e  average r a t in g  across  dim ensions  
from  th e  t ru e  o v e r a l l  r a t in g ,  ap p ro x im ate ly  s ix ) .
D e v ia t io n s . Accuracy components re p re s e n t o n ly  th e  d is ta n c e  o f 
a c tu a l r a t in g s  from  tru e  r a t in g s .  The d ir e c t io n  o f  th e  d if fe re n c e  
between a c tu a l ra t in g s  and t r u e  ra t in g s  is  no t re p re s e n te d  by th e  
accuracy components. For in s ta n c e , i f  one group made ra t in g s  one u n it  
above th e  t r u e  ra t in g s  and an o th er group made ra t in g s  one u n it  below th e  
t r u e  r a t in g s ,  th e re  would be no d if fe re n c e  r e f le c te d  in  accuracy . 
T h e re fo re , average d e v ia t io n  scores fo r  ra t in g s  were a ls o  c a lc u la te d .
The average d e v ia t io n  scores were determ ined by ta k in g  th e  average  
d if fe r e n c e  o f  th e  t r u e  ra t in g s  from  th e  a c tu a l r a t in g s .  These scores  
r e f l e c t  th e  tendency f o r  r a te r s  to  u n d e rra te  o r o v e r ra te  a r a te e .  
D e v ia t io n  scores were a ls o  c a lc u la te d  f o r  th e  o v e r a l l  r a t in g s .
A t t r ib u t io n s  and M a n ip u la tio n  Checks. In  a d d it io n  to  th e  accuracy  
components, s u b je c ts  responses to  th e  qu estio n s  about ( a )  e f f o r t ,
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a b i l i t y ,  ta s k , and chance a t t r ib u t io n s  and (b )  e x p e rie n c e  and perform ance  
v a r i a b i l i t y  were a n a ly ze d . The f i r s t  s e t  o f  q u es tio n s  was designed  
to  p ro v id e  ev idence  o f  cau sa l a t t r ib u t io n s  t h a t  a r a t e r  makes under 
d i f f e r e n t  c o n d it io n s  o f  Job e x p e rie n c e  and v a r ia b le  perform ance. The 
ra t in g s  o f  th e  two q u es tio n s  f o r  each ty p e  o f  a t t r ib u t io n  w ere summed to  
form  th e  dependent m easures. The second s e t  o f  two q u es tio n s  was 
designed to  check th e  m a n ip u la tio n s  o f  ra te e  c h a r a c te r is t ic s  In  th e  
v ig n e t te s .  A l l  responses were on a 7 -p o in t  s c a le .
R esu lts
M a n ip u la tio n  Checks
A one-way ANOVA and Duncan's M u lt ip le  Range T e s t used to  check the  
e x p e rie n c e  m a n ip u la tio n  showed th a t  s u b je c ts  p e rce ive d  ra te e s  w ith  no 
exp e rie n c e  as le s s  exp erien ce d  than  ra te e s  w ith  f i v e  o r te n  years  o f  
exp e rie n c e  (£ 2 ,1 2 6 -3 7 .5 6 , p < .0 0 0 1 , w 2 - .0 7 ) .  No d if fe re n c e s  in  exp e rie n c e  
w ere in d ic a te d  f o r  th e  ra te e s  w ith  f i v e  and ten  years  o f  e x p e rie n c e . The 
v a r i a b i l i t y  m a n ip u la tio n  was checked by comparing th e  s tan d ard  d e v ia ­
t io n s  o f  r a t in g s  w ith in  dim ensions across th e  s ix  v ig n e t te s . S tandard  
d e v ia t io n s  in  th e  low and m oderate v a r i a b i l i t y  c o n d it io n s  w ere a l l  
a p p ro x im a te ly  2 .0  and 2 .5  re s p e c t iv e ly  in d ic a t in g  some v a r i a b i l i t y  in  the  
r a t in g s  in  th e  low v a r i a b i l i t y  c o n d it io n . S tandard d e v ia t io n s  in  th e  
high  v a r i a b i l i t y  c o n d it io n  were a l l  a p p ro x im ate ly  3 .3  in d ic a t in g  more 
v a r i a b i l i t y  in  ra t in g s  in  th e  h igh v a r i a b i l i t y  c o n d it io n  than in  th e  
o th e r c o n d it io n s . A lso , r e s u lts  from  a one-way ANOVA an m a n ip u la tio n  
q u e s tio n n a ire  responses and Duncan’ s M u lt ip le  Range T es t showed th a t  the  
low , and m oderate, v a r i a b i l i t y  c o n d it io n s  were both p erc ie v e d  as 
m oderate, in  v a r i a b i l i t y  w h ile  th e  h igh v a r i a b i l i t y  c o n d it io n  was 
(£ 2 ,1 2 6 -2 8 .3 7 ,  p e rc e iv e d  as h igh in  v a r i a b i l i t y  p < .0001 , w 2 - .2 9 ) .  Means 
fo r  th e  m a n ip u la tio n  check ra t in g s  a re  re p o rte d  in  T a b le  2 .
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M an ip u la ted  V a r ia b le s
A ccuracy . B efo re  c o g n it iv e  co m p lex ity  d a ta  were a n a ly ze d , a n a ly s is  
o f  th e  two m an ip u la ted  v a r ia b le s  was u n d ertaken . An E xperience  X 
V a r i a b i l i t y  MANOVA perform ed on th e  accuracy components showed a main 
e f f e c t  f o r  V a r i a b i l i t y  using  W llk ’ s c r i t e r io n  (£ -1 0 .6 5 ,  p < .0 0 0 1 ).  
F o llo w -u p  E xperience  X V a r ia b i l i t y  ANOVA*s and Duncan’ s M u lt ip le  Range 
T es ts  w ere conducted on th e  accuracy components (T a b le s  3a & 3 b ).  
S ig n i f ic a n t ly  more a c c u ra te  ra t in g s  were p re s e n t in  h ig h ly  v a r ia b le  
c o n d it io n s  f o r  E le v a tio n  (£ 4 ,1 2 6 -3 .1 8 ,  p < .0 5 , W 2 -.0 3 ) . S ig n i f ic a n t ly  
more a c c u ra te  ra t in g s  were p re s e n t in  th e  h igh and m oderate v a r i a b i l i t y  
c o n d it io n s  f o r  S te re o ty p e  Accuracy (£ 4 ,1 2 6 -2 3 .1 5 , p < .0 0 0 1 , w 2 - .2 4 ) ,a n d  
D i f f e r e n t i a l  Accuracy (£ 4 ,1 2 6 -2 7 .9 2 , p < .0 0 0 1 , w 2 - .2 9 ) .  The ANOVA fo r  
D i f f e r e n t i a l  E le v a tio n  was n o t s ig n i f ic a n t .
The accuracy o f th e  o v e r a l l  ra t in g s  was an a lyzed  using  an E xperience  
X V a r i a b i l i t y  ANOVA and Duncan's M u lt ip le  Range T e s t (T a b le  4 ) .  Main 
e f f e c ts  f o r  E xp erien ce  and V a r ia b i l i t y  were found . H ig h ly  experienced  
ra te e s  w ere ra te d  le s s  a c c u ra te ly  on o v e r a l l  r a t in g s  (£ 2 ,1 2 6 -3 .5 0 ,  
p < .0 5 , w 2 - .0 3 ) .  A lso , m o d era te ly  v a r ia b le  perform ance was le s s  
a c c u ra te ly  ra te d  than  c o n s is te n t and h ig h ly  v a r ia b le  perform ance  
(£ 2 ,1 2 6 -4 .2 4 ,  p < .0 5 , w 2 - .0 4 ) .
D e v ia t io n . Average d e v ia t io n  scores were an a lyzed  using  an 
E xp erien ce  X V a r ia b i l i t y  ANOVA and Duncan's M u lt ip le  Range T es t (T a b le  
5 ) .  A main e f f e c t  f o r  E xp erien ce  was found and a n a ly s is  o f  means 
In d ic a te d  t h a t  In e x p e rie n c e d  ra te e s  and those w ith  te n  ye a rs  o f  
ex p e rie n c e  w ere s ig n i f ic a n t ly  more u n d erra ted  than  th e  o th e rs  
(£ 2 ,1 2 6 -4 .7 2 ,  p < .0 1 , w 2 - .0 4 ) .  A main e f f e c t  f o r  V a r i a b i l i t y  and a n a ly s is  
o f  means In d ic a te d  t h a t  ra te e s  w ith  c o n s is te n t perform ance were  
s ig n i f i c a n t ly  more u n d erra ted  than th e  o th e r groups ( £ 2 ,1 2 6 - 3 .8 0 ,p < .0 5 ,
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w 2« .0A ).
O v e ra ll  ra t in g s  were an a lyzed  f o r  t h e i r  d e v ia t io n  from  t r u e  o v e r a l l  
ra t in g s  us ing  an E xperience  X V a r ia b i l i t y  ANOVA. No s ig n i f ic a n t  e f fe c ts  
were found.
C o g n it iv e  C om plexity
In te r c o r r e la t io n s  o f th e  th re e  c o g n it iv e  co m p lex ity  measures were 
undertaken  to  In v e s t ig a te  i f  th ey  in  f a c t  measured th e  same c o n s tru c t. 
Only JDQ1 and JD02 were found to  be s im i la r ly  r e la te d  ( r - . 3 2 ,  p < .0 0 1 ) .
The fo llo w in g  analyses  were conducted to  In v e s t ig a te  p o s s ib le  
in te r a c t io n s  among c o g n it iv e  co m p le x ity  and th e  m an ipu la ted  v a r ia b le s .  
Because th e  e f f e c t s  o f  th e  m an ipu la ted  v a r ia b le s  have a lre a d y  been 
in v e s t ig a te d , fu r th e r  a n a ly s is  o f  t h e i r  main e f f e c ts  was not undertaken .
A ccuracy. Three E xperience  X V a r ia b i l i t y  X C o g n it iv e  C om plexity  
MANOVA's on th e  accuracy components using  th e  m o d ifie d  v e rs io n  o f  K e l ly 's  
R ole C o n s tru c t R ep erto ry  (REP) T e s t, JDQ1 AND JD02 as th e  measures o f  
c o g n it iv e  c o m p le x ity  were no t s ig n i f ic a n t .
The accuracy o f  th e  o v e r a l l  ra t in g s  was ana lyzed  in  sep ara te  
E xp erien ce  X V a r ia b i l i t y  X C o g n it iv e  C om plexity  re g re s s io n s , each 
u t i l i z i n g  one o f  th e  th re e  c o g n it iv e  co m p le x ity  measures. No 
s t a t i s t i c a l l y  s ig n i f ic a n t  e f f e c ts  were found.
D e v ia t io n . E xperience  X V a r ia b i l i t y  X C o g n it iv e  C om plexity  
re g re s s io n s  were conducted on average d e v ia t io n  scores using  th e  th re e  
c o g n it iv e  co m p lex ity  measures s e p a ra te ly . One o f  th e  re g re s s io n s  using  
S c h n e ie r ’ s measure o f  c o g n it iv e  c o m p le x ity , th e  REP T e s t showed an 
E xperience  X C o g n it iv e  C om plexity  in te r a c t io n  (F A ,1 1 7 -3 .5 3 , p < .0 5 , 
w 2 - .0 l )  (T a b le  6 ) .  C o g n it iv e  C om plexity  c o r re la te d  p o s i t iv e ly  w ith  th e  
d e v ia t io n  scores in  th e  m oderate exp erien ce  c o n d it io n , y e t  n e g a t iv e ly  in  
th e  o th e r c o n d it io n s . Low scores on th e  c o g n it iv e  co m p le x ity  measure
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In d ic a te  h igh c o g n it iv e  c o m p le x ity . The d e v ia t io n  score means fo r  th e  
th re e  e x p e rie n c e  c o n d itio n s  were a l l  n e g a tiv e  in d ic a t in g  t h a t  most ra te e s  
were u n d e rra te d . H igher c o g n it iv e  co m p lex ity  was a s s o c ia te d  w ith  le s s  
u n d e rra t in g  in  th e  low  and high exp e rie n c e  c o n d it io n s , b u t n o t in  th e  
m oderate e x p e rie n c e  c o n d it io n . In  th e  m oderate e x p e rie n c e  c o n d it io n ,  
h ig h e r c o g n it iv e  co m p lex ity  was a s s o c ia te d  w ith  more u n d e rra tin g .
However, th e  c o r r e la t io n s  between th e  c o g n it iv e  co m p lex ity  measure and 
th e  d e v ia t io n  scores were n o t s t a t i s t i c a l l y  s ig n i f ic a n t ,  nor were th ey  
s ig n i f i c a n t ly  d i f f e r e n t  from  one a n o th e r.
D e v ia tio n s  o f  o v e r a l l  ra t in g s  were an a lyzed  in  s e p a ra te  
E xp erien ce  X V a r ia b i l i t y  X C o g n it iv e  C om plexity  re g re s s io n s  using each o f  
th e  th re e  c o g n it iv e  co m p le x ity  measures. None o f th e s e  re g re s s io n s  was 
s ig n i f ic a n t .
A t t r ib u t io n s
The a t t r ib u t io n  q u e s tio n n a ire  was ana lyzed  by using two subscales o f  
th e  q u e s tio n n a ire . E f f o r t  and chance a t t r ib u t io n  ra t in g s  were combined 
because, e f f o r t  and chance a re  cons idered  u n s ta b le  a t t r ib u t io n s ,  w h ile  
a b i l i t y  and th e  task  a re  cons idered  s ta b le  a t t r ib u t io n s  (K e l le y ,  1 9 7 3 ). 
A lso , i t  was hypo thesized  th a t  o v e r a l l  perform ance would be a t t r ib u te d  to  
e f f o r t  o r chance when th e  ra te e  w ith  much jo b  exp e rie n c e  perform s  
v a r ia b ly  and to  a b i l i t y  o r th e  ta s k  when th e  r a te e  w ith  l i t t l e  Job 
e x p e rie n c e  perform s c o n s is te n t ly .  In te r n a l  co n s is ten cy  ( c o e f f ic ie n t  
a lp h a ) was .39  fo r  th e  e f f o r t  and chance subscale  and .52  f o r  th e  a b i l i t y  
and ta s k  su b sca le . ANOVA’ s were used to  t e s t  w hether s tro n g e r a t t r ib u ­
t io n s  would occur in  th e  c o g n it iv e ly  in c o n s is te n t c o n d it io n s . Only one 
s ig n i f ic a n t  E xperience  main e f f e c t  was found by com bining e f f o r t  and 
chance a t t r ib u t io n  r a t in g s  ( F 4 ,1 2 6 -3 .9 3 , p < .0 5 , w 2 » .0 7 ). Duncan's  
M u lt ip le  Range T es t showed th a t  ra te e s  w ith  f i v e  years  o f exp erien ce
re c e iv e d  s tro n g e r e f f o r t  and chance a t t r ib u t io n s  than  those  w ith  ten  
years  o f  e x p e rie n c e  (T a b le  7 ) .
Experim ent 2
The second experim ent in v o lv e d  r a t in g  an in s t r u c t o r 's  perform ance  
a f t e r  v iew in g  th re e  v ideo taped  le c tu r e s . The a u d io -v is u a l r a t in g  s t im u li  
pro v id ed  a means o f  p a r t i a l l y  r e p l ic a t in g  Experim ent 1. In  a d d it io n , a 
te n  item  B e h a v io ra l O bservation  S ca le  (BOS) developed by Murphy e t  a l ,  
(1 9 8 2 ) was used in s te a d  o f  a B e h a v io ra lly  Anchored R atin g  S ca le .
Hypotheses
The same hypotheses te s te d  in  Experim ent 1 w ere te s te d  in  Experim ent 2 .
Method
S u b jec ts
O n e -h u n d re d -th ir ty - f iv e  undergraduate s tu d en ts  who had not 
p a r t ic ip a te d  in  th e  p rev io u s  s tu d ie s  p a r t ic ip a te d  in  Experim ent 2 fo r  
e x tra  c r e d i t  in  a psychology course. F i f te e n  s u b je c ts  were assigned to  
each e x p e rim e n ta l c e l l .
Design
The same re g re s s io n  design employed in  Experim ent 1 was used. The 
m a n ip u la tio n  o f  r a te e  jo b  exp erien ce  in v o lv e d  v e r b a l ly  in s t r u c t in g  
s u b je c ts  b e fo re  each v id eo tap e  th a t  th e  ra te e  had no e x p e rie n c e , f iv e  
years  e x p e rie n c e , o r ten  years e x p e rie n c e . The m an ip u la tio n  o f  
perform ance v a r i a b i l i t y  in v o lv e d  th re e  v id eo tap ed  
le c tu re s  perform ed by an a c to r  and p resented  in  th re e  d i f f e r e n t  
c o n d it io n s : c o n s is te n t , m oderate ly  v a r ia b le ,  and h ig h ly  v a r ia b le .
True perform ance scores fo r  th e  v id eo tap es  were based on th e  average  
summated scores on th e  BOS com pleted by th re e  g raduate  s tu d e n ts .
Summated scores were c a lc u la te d  by summing th e  ra t in g s  o f  a l l  BOS item s  
excep t 1 and 5 , because these  item s w ere n o t m an ipu lated  by th e  a c to r  
du rin g  f i lm in g .  S ix  ou t o f  f i f t e e n  le c tu re s  were s e le c te d  based on th e
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g rad u ate  s tu d e n ts ' average summated scores fo r  each le c tu r e .  Three  
le c tu re s  d i f f e r in g  in  to p ic  were p resented  in  each o f  th e  v a r i a b i l i t y  
c o n d it io n s .
In  th e  c o n s is te n t c o n d it io n , th e  th re e  v id eo tap es  d e p ic te d  a ra te e  
w ith  t r u e  perform ance score o f  3 8 .3 3 , 3 9 .9 8 , and 4 1 .3 3  based on th e  
average BOS summated score o f  e ig h t  item s on a 7 -p o in t  s c a le . Each 
v id e o ta p e  t r u e  score  was v a r ie d  f o r  th e  m oderate c o n d it io n  (3 8 .3 3 ,
4 1 .3 3 , and 4 8 .0 0 )  and fo r  th e  high c o n d it io n  (2 1 .0 0 , 3 8 .3 3 , and 5 2 .9 9 ) .  
The o rd e r o f  p re s e n ta tio n  o f  v id eo tap es  in  th e  v a r ia b le  c o n d it io n s  was 
co u n terb a lan ced  to  c o n tro l fo r  o rd e r e f fe c ts  ( i . e . ,  in c re a s e s  or 
decreases in  p e rfo rm an ce ). The o v e r a l l  perform ance t r u e  scores fo r  th e  
r a te e  d e p ic te d  in  th e  th re e  v id eo tap es  were determ ined from  th e  average  
o f th e  v id e o ta p e  t r u e  sco res , and thus  were 3 9 .8 8 , 4 2 .5 5 , and 3 9 .8 8  in  
th e  low , m oderate , and high c o n d it io n s , re s p e c t iv e ly .
Procedure
O verv iew . S u b jec ts  com pleted th e  th re e  c o g n it iv e  co m p le x ity  measures 
used in  Experim ent 1. They then viewed th re e  v id e o ta p e s , and a f t e r  the  
t h i r d ,  ra te d  th e  perform ance o f th e  ra te e  d e p ic te d  in  th e  th re e  v id e o ­
taped  le c tu re s  using  Murphy e t  a l . ’ s (1 9 8 2 ) BOS. S u b jec ts  a ls o  made 
r a t in g s  o f  t h e i r  o v e r a l l  Im pression o f th e  in s t r u c t o r 's  perform ance  
(A ppendix G ). F o llo w in g  th e  perform ance r a t in g ,  th ey  com pleted an 
a t t r ib u t io n  q u e s tio n n a ire  and a m a n ip u la tio n  check q u e s tio n n a ire  
id e n t ic a l  to  those  used In  Experim ent 1.
Development o f  V id e o ta p e s . An a c to r  was f ilm e d  p re s e n tin g  good, 
averag e , and poor q u a l i ty  le c tu re s  on each o f  fo u r  d i f f e r e n t  management 
to p ic s  in  a classroom  s e t t in g .  The a c to r  v a r ie d  h is  le v e l  o f  le c tu r e  
perform ance using  Murphy e t  a l . ' s  (1 9 8 2 ) BOS f o r  c o lle g e  in s tru c to rs  
as a g u id e .
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P r io r  to  Experim ent 2 , th re e  g rad u ate  s tu d en ts  in  in d u s t r ia l  
psychology ra te d  f i f t e e n  o f  th e  v id eo tap ed  le c tu re s  using Murphy e t  a l . ' s  
(1 9 8 2 ) BOS. C o n s is te n t w ith  Murphy e t  a l . ’ s (1 9 8 5 ) v id e o ta p e  developm ent 
p rocedure , th e  g rad u ate  s tu d e n t r a te r s  were b lin d  to  th e  In ten d ed  use o f  
th e  ta p e s , and were g iven  m u lt ip le  o p p o r tu n it ie s  to  v iew  each ta p e . In  
a d d it io n ,  each o f  th e  g rad u ate  s tu d e n t r a te r s  ra te d  th e  le c tu re s  a t  
d i f f e r e n t  v iew in g  tim es  and were p resented  th e  ta p e s  in  random o rd e r .  
In t e r r a t e r  r e l i a b i l i t y  ( c o e f f ic ie n t  a lp h a ) f o r  th e  g rad u ate  s tu d en t  
r a t e r ’ s o v e r a l l  ra t in g s  o f  th e  f i f t e e n  le c tu re s  was .9 9 . T h e ir  summated 
scores c o r re la te d  h ig h ly  w ith  o v e r a l l  ra t in g s  o f  th e  le c tu re s  ( r - . 9 9 ,
p < .0 0 0 1 ).
Dependent M easures. S ince accuracy components could  no t be 
a d e q u a te ly  an a lyzed  on perform ance v a r i a b i l i t y  o f th re e  le c tu r e s ,  two 
dependent measures o f  accuracy were used. F i r s t ,  th e  a b s o lu te  v a lu e  o f  
th e  d i f fe r e n c e  o f  th e  a c tu a l summated scores from  th e  t r u e  summated 
scores was used. Second, th e  a b s o lu te  v a lu e  o f  th e  d if fe r e n c e  o f  th e  
a c tu a l o v e r a l l  r a t in g s  from  th e  t r u e  o v e r a l l  r a t in g s  was used. In  
a d d it io n ,  d e v ia t io n  scores fo r  both summated scores and o v e r a l l  ra t in g s  
were a ls o  c a lc u la te d  as in  Experim ent 1. F o u rth , th e  a t t r ib u t io n  and 
m a n ip u la tio n  check measures used in  Experim ent 1 w ere a ls o  used in  
Experim ent 2 .
R esu lts
M a n ip u la tio n  Checks
E xp erien ce  X V a r ia b i l i t y  ANOVA’ s fo r  th e  m a n ip u la tio n  checks were 
s ig n i f ic a n t  f o r  Job e x p e rie n c e  ( F 2 ,1 2 6 -6 3 .0 5 , p < .0 0 0 1 , w 2 -.A 9 ) and 
v a r i a b i l i t y  (£ 2 ,1 2 6 -1 1 .8 9 , p < .0 0 0 1 , w 2 - .1 4 ) .  Duncan’ s M u lt ip le  Range 
T e s t showed th a t  ra te e s  w ith  z e ro , f i v e ,  and te n  years  o f  exp erien ce  were 
a l l  p e rc e iv e d  as having  d i f f e r e n t  le v e ls  o f  exp erien ce  and o n ly  th e
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h ig h ly  v a r ia b le  ra te e s  were p e rce ive d  as having  more v a r i a b i l i t y  than th e  
m oderate and c o n s is te n t groups (T a b le  8 ) .
M an ip u la ted  V a r ia b le s
A ccuracy. B e fo re  c o g n it iv e  co m p lex ity  was in v e s t ig a te d , th e  e f fe c ts  
o f  th e  m an ip u la ted  v a r ia b le s  on accuracy were a n a ly ze d . In  an E xperience  
X V a r i a b i l i t y  ANOVA, an E xperience  main e f f e c t  was found on summated 
score accuracy (£ 2 ,1 2 6 -4 .9 1 ,  p < .0 1 , w 2 - .0 5 ) .  Duncan's M u lt ip le  Range 
T est showed t h a t  th e re  was s ig n i f ic a n t ly  low er accuracy in  th e  summated 
scores f o r  ra te e s  w ith  no e x p e rie n c e . In  a d d it io n , a V a r ia b i l i t y  main 
e f f e c t  was found (£ 2 ,1 2 6 -3 .3 9 ,  p < .0 5 , w 2 - .0 3 )  and a n a ly s is  o f  means using  
Duncan's M u lt ip le  Range T e s t showed th a t  h ig h ly  v a r ia b le  perform ance was 
ra te d  s ig n i f ic a n t ly  more a c c u ra te ly  (T a b le  9 ) .
The accuracy o f  o v e r a l l  ra t in g s  was ana lyzed  using  a s e p a ra te  
E xperience  X V a r ia b i l i t y  ANOVA and Duncan's M u lt ip le  Range T e s t. A main 
e f f e c t  f o r  V a r i a b i l i t y  was found (£ 2 ,1 2 6 -7 .8 7 ,  p < .0 0 1 , w 2 - .0 9 )  and 
a n a ly s is  o f  means showed th a t  m od era te ly  v a r ia b le  perform ance was ra te d  
s ig n i f ic a n t ly  more a c c u ra te ly  than th e  o th e r v a r i a b i l i t y  groups (T a b le  
1 0 ).
D e v ia t io n . The d e v ia t io n s  o f  th e  summoted scores were an a lyzed  using  
an E xperience  X V a r ia b i l i t y  ANOVA and Duncan's M u lt ip le  Range T e s t. A 
main e f f e c t  f o r  V a r ia b i l i t y  was found (£ 2 ,1 2 6 -6 .1 7 ,  p < .0 1 , W 2 -.0 7 )  
and a n a ly s is  o f  means showed th a t  in e x p e rie n c e d  ra te e s  were s ig n i f ic a n t ly  
more u n d e rra te d  (T a b le  1 4 ) .  A lso , a main e f f e c t  f o r  E xperience  was found 
( £ 2 ,1 2 6 -5 .0 5 ,  p < .0 5 , w 2 - .0 5 )  and a n a ly s is  o f  means in d ic a te d  th a t  h ig h ly  
v a r ia b le  perform ance was u n d erra ted  le s s  than c o n s is te n t o r m oderate ly  
v a r ia b le  perform ance (T a b le  1 1 ).
The d e v ia t io n s  o f  o v e r a l l  ra t in g s  from  tru e  o v e r a l l  r a t in g s  were  
a n a lyzed  fo r  accuracy using  an E xperience  X V a r ia b i l i t y  ANOVA and
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Duncan's M u lt ip le  Range T e s t. A main e f f e c t  fo r  E xp erien ce  was found  
(£ 2 ,1 2 6 -5 .9 6 ,  p < .0 1 , w 2 - .0 7 )  and a n a ly s is  o f  means In d ic a te d  th a t  
in e x p e rie n c e d  ra te e s  were s ig n i f ic a n t ly  more u n d erra ted  th an  experienced  
ra te e s . A lso  a main e f f e c t  f o r  v a r i a b i l i t y  was found (£ 2 ,1 2 6 -5 .5 4 ,  
p < .0 1 , w 2 - .0 6 )  and a n a ly s is  o f  means in d ic a te d  th a t  s ig n i f ic a n t ly  le s s  
u n d e rra tin g  occurred  in  th e  m oderate v a r i a b i l i t y  c o n d it io n  (T a b le  1 2 ) .  
C o g n itiv e  C om plexity
In te r c o r r e la t io n s  o f th e  th re e  c o g n it iv e  co m p le x ity  measures were 
undertaken  to  in v e s t ig a te  i f  th ey  in  f a c t  measured th e  same c o n s tru c t.  
Only JDQ1 and JD02 were found to  be s im i la r ly  r e la te d  ( r - . 3 2 ,  p < .0 0 1 ) .
The fo llo w in g  ana lyses  were conducted to  in v e s t ig a te  
p o s s ib le  In te r a c t io n s  among c o g n it iv e  co m p lex ity  and th e  m an ipu la ted  
v a r ia b le s .  Because th e  e f f e c ts  o f  th e  m an ipu la ted  v a r ia b le s  have a lre a d y  
been in v e s t ig a te d , f u r th e r  a n a ly s is  on t h e i r  e f f e c ts  was not un d ertaken .
Accuracy. E xperience  X V a r ia b i l i t y  X C o g n itiv e  C om plexity  
re g re s s io n s  w ere conducted using  each o f th e  th re e  c o g n it iv e  co m p le x ity  
measures in  s e p a ra te  re g re s s io n s  on th e  accuracy o f  summated sco res . No 
s t a t i s t i c a l l y  s ig n i f ic a n t  e f fe c ts  were found. R egressions were a ls o  
perform ed on th e  accuracy o f  th e  o v e r a l l  r a t in g s .  A lso , no s t a t i s t i c a l l y  
s ig n i f ic a n t  e f f e c ts  were found fo r  th ese  re g re s s io n s .
D e v ia t io n . E xperience  x V a r ia b i l i t y  X C o g n it iv e  C om plexity  
re g re s s io n s  were conducted using  each o f th e  th re e  c o g n it iv e  co m p lex ity  
measures in  s e p a ra te  re g re s s io n s  on th e  d e v ia tio n s  o f  th e  summated scores  
from  th e  t ru e  summated sco res . No in te r a c t io n s  were found in  th ese  
re g re s s io n s .
The d e v ia t io n s  o f  o v e r a l l  ra t in g s  from  th e  o v e r a l l  t r u e  ra t in g s  were 
an a lyzed  in  s e p a ra te  re g re s s io n s  using  each o f  th e  th re e  c o g n it iv e  
co m p le x ity  measures. The o n ly  s ig n i f ic a n t  e f fe c ts  were when JDQ1 was
used as th e  c o g n it iv e  co m p lex ity  measure. An E xperience  X V a r ia b i l i t y  X 
C o g n itiv e  C om plexity  ( JDQ1) In te r a c t io n  occurred  ( F 4 ,1 1 7 -2 .9 3 , p < .0 5 , 
w 2 - .0 5 )  (T a b le  1 3 ) .  S im ple e f f e c ts  a n a ly s is  In d ic a te d  th a t  c o g n it iv e  
c o m p le x ity  (JDQ1) was n e g a t iv e ly  c o r re la te d  w ith  th e  d e v ia t io n  scores  
( r » - . 5 1 ,  p < .0 5 )  when v a r i a b i l i t y  and Job exp e rie n c e  were both h igh (a  
c o g n it iv e ly  in c o n s is te n t c o n d it io n ) .  S ince most o f  th e  d e v ia t io n  scores  
were n e g a tiv e , i t  appears th a t  h ig h e r c o g n it iv e  c o m p le x ity  was a sso c ia te d  
w ith  more u n d e rra tin g  under t h is  c o g n it iv e ly  in c o n s is te n t  c o n d it io n  
(T a b le  1 4 ) . C o rre la t io n s  were no t s ig n i f ic a n t  in  th e  o th e r c o n d it io n s .  
A tt r ib u t io n s
The a t t r ib u t io n  q u e s tio n n a ire  ra t in g s  were an a lyzed  th e  same as they  
were in  Experim ent 1. No s ig n i f ic a n t  e f fe c ts  on a t t r ib u t io n s  re s u lte d  in  
th e  E xp erien ce  X V a r ia b i l i t y  ANOVA1s.
D iscussion
The Job E xperience P ro to ty p e
O v e ra ll ,  th e  d ata  in d ic a te  th a t  r a te r s  do have p ro to ty p e  e x p e c ta tio n s  
re g a rd in g  th e  perform ance v a r i a b i l i t y  o f  employees w ith  v a r io u s  le v e ls  o f  
exp e rie n c e  and such e x p e c ta tio n s  may have a s l ig h t  e f f e c t  on th e  accuracy  
o f  r a t in g s .  The p i l o t  study showed t h a t  r a te r s  exp ec t in exp erien ce d  
p ro fe s s o rs  to  have more v a r i a b i l i t y  in  perform ance than  exp erien ced  
p ro fe s s o rs . A lso , s tu d en ts  appear to  b e lie v e  th a t  p ro fe s s o rs  w ith  more 
exp e rie n c e  w i l l  have h ig h e r le v e ls  o f  o v e r a l l  perform ance. To g eth er, 
th e s e  f in d in g s  suggest th a t  a p ro to ty p e  re g a rd in g  perform ance le v e ls  and 
t h e i r  f lu c tu a t io n  e x is ts  in  r e la t io n  to  a r a te e 's  le v e l  o f  Job 
e x p e rie n c e .
Job E xperience and R atings
A n a ly s is  o f  th e  m an ipu la ted  v a r ia b le s  suggested th a t  in exp erien ce d  
ra te e s  were ra te d  le s s  a c c u ra te ly  than exp erien ced  ra te e s . H ypothesis  1 
re g a rd in g  more a c c u ra te  ra t in g s  fo r  in e x p e rie n c e d  ra te e s  was not 
supported . A p p aren tly  th e re  was g re a te r  u n d e rra tin g  o f  in exp erien ce d  
ra te e s  r e la t iv e  to  exp erien ced  ones. In e x p e rie n c e d  and h ig h ly  exp er­
ienced  ra te e s  were u n d erra ted  more than m oderate ly  exp erien ced  ra te e s  in  
Experim ent 1; however, in  Experim ent 2 , s u b je c ts  ra te d  in e x p e rie n c e d  
ra te e s  le s s  a c c u ra te ly  and u n d erra ted  them r e la t i v e  to  more experienced  
ra te e s . T h is  f in d in g  in  Experim ent 2 i s  more c o n s is te n t w ith  s tu d en t  
p ro to ty p e  e x p e c ta tio n s  f o r  exp erien ced  and in e x p e rie n c e d  p ro fe s s o rs ’ 
perform ance le v e ls .  T h e re fo re , th e re  appears to  be some g e n e ra l support 
fo r  L even th a l e t  a l . ’ s (1 9 7 7 ) f in d in g  th a t  more exp erien ced  in s t ru c to rs  
re c e iv e  h ig h e r perform ance r a t in g s .  E xperience may be a p o w erfu l ro te e  
c h a r a c te r is t ic  which a c t iv a te s  r a t e r  schemata and in f lu e n c e s  th e
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e v a lu a tio n  o f  r a te e  perform ance In fo rm a tio n .
Perform ance V a r ia b i l i t y
A lthough no main e f f e c ts  f o r  v a r i a b i l i t y  were h yp o th es ized , some 
unusual e f f e c ts  occurred  in  th e  v a r i a b i l i t y  c o n d it io n s . H ig h ly  v a r ia b le  
perform ance was g e n e ra lly  ra te d  more a c c u ra te ly  and was le s s  u n d erra ted  
in  perform ance in t e r v a l  r a t in g s  in  Experim ent 1 than m o d era te ly  v a r ia b le  
and c o n s is te n t perform ance. These e f fe c ts  cou ld  have occurred  because 
r a te r s  in  th e  h ig h ly  v a r ia b le  c o n d it io n  were exposed to  a g re a te r  v a r ie ty  
o f  b eh av io rs  re p re s e n tin g  more s c a le  v a lu e s  th an  any o th e r  c o n d it io n .  
Through o b serv in g  th e  extrem e d if fe re n c e s  in  perform ance, th e s e  r a te r s  
may have been in  a b e t te r  p o s it io n  to  le a rn  to  use more s c a le  va lu es  than  
r a te r s  who were exposed to  somewhat s im i la r  r a te e  perform ance le v e ls .
In  a d d it io n , m od era te ly  v a r ia b le  perform ance was g iven  th e  le a s t  
a c c u ra te  o v e r a l l  ra t in g s  in  Experim ent 1 . N o tic e a b ly  extrem e d if fe re n c e s  
in  b eh av io r in  th e  h ig h ly  v a r ia b le  c o n d it io n  may have in f lu e n c e d  r a te r s  
to  v iew  th e  ra te e  as having  n e ith e r  e x tre m e ly  good nor bad o v e r a l l  
perform ance on th e  b e h a v io ra l d im ensions. By v iew in g  extrem e perform ance  
f lu c tu a t io n s ,  average le v e l  o v e r a l l  im pressions o f  r a te e  perform ance on 
b e h a v io ra l dim ensions may have r e s u lte d , which in  t h is  case , would 
be a more a c c u ra te  v iew  o f th e  r a t e e ’ s t r u e  perfo rm ance. In  th e  
c o n s is te n t c o n d it io n , th e re  is  v i r t u a l l y  no v a r i a b i l i t y ,  so an o v e r a l l  
im pression  should not have changed from  each average  le v e l  v ig n e t te  to  
a n o th e r. W ith m oderate ra te e  v a r i a b i l i t y ,  ra te e s  may have more 
d i f f i c u l t y  fo rm ing  an a c c u ra te  o v e r a l l  im pression  because extrem e  
f lu c tu a t io n  is  a b sen t. When ra te e s  a re  m o d era te ly  v a r ia b le ,  r a te r s  may 
not in t e r p r e t  th e  m oderate f lu c tu a t io n s  from  average perform ance as 
in d ic a t in g  o v e r a l l  average perform ance.
In  Experim ent 2 , summated scores showed a s im i la r  e f f e c t  to  th a t
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found w ith  perform ance in t e r v a l  ra t in g s  (v ig n e t te  r a t in g s )  in  Experim ent
1. More a c c u ra te  ra t in g s  and le s s  u n d e rra tin g  o f  h ig h ly  v a r ia b le  
perform ance occurred  fo r  th e  summated scores . O bserving s p e c if ic  
b eh av io rs  as th ey  f lu c tu a te  across perform ance In t e r v a ls  may have 
p rov ided  more e x p e rie n c e  re g a rd in g  th e  extrem es o f  th e  r a t in g  s c a le  fo r  
th e  r a t e r s .  A lso , th e  extrem es o f  fre q u e n t and in fre q u e n t  perform ance o f  
th e  b eh av io rs  ra te d  on th e  BOS may have been viewed as an average  
freq u en cy  o f  perform ance.
C o n tra ry  to  Experim ent 1 o v e r a l l  r a t in g s  o f  perform ance in  E x p e r i­
ment 2 in  th e  m oderate v a r i a b i l i t y  c o n d it io n  were more a c c u ra te  and 
u n d erra ted  le s s  than  th e  o th e r  c o n d it io n s . O v e ra ll  im pressions o f  th e  
r a t e e ’ s perform ance may hove been more a c c u ra te  in  th e  m oderate ly  
v a r ia b le  c o n d it io n  because th e  h ig h ly  v a r ia b le  c o n d it io n  co n ta in ed  an 
example o f  v e ry  poor le c tu r e  q u a l i t y  and th e  c o n s is te n t c o n d it io n  
c o n ta in ed  no improvement in  perform ance above an average le v e l .  I t  is  
p o s s ib le  th a t  fo rm ing  an a c c u ra te  im pression  o f  th e  r a t e e ’ s o v e r a l l  
perform ance is  more d i f f i c u l t  i f  an ex trem e ly  n e g a tiv e  f lu c tu a t io n  in  
perform ance occurs (Gordon, 1970, 1981) o r i f  perform ance never r e a l ly  
changes ( e . g . ,  in  th e  c o n s is te n t c o n d it io n ) .
A p o s s ib le  e x p la n a tio n  f o r  th e  d i f f e r e n t  f in d in g s  re g a rd in g  o v e r a l l  
r a t in g s  in  th e  two experim ents  may be th e  d if fe re n c e s  in  th e  r a t in g  
ta s k s . Experim ent 1 re q u ire d  s u b je c ts  to  r a te  th e  in s t r u c to r  a f t e r  each 
perform ance in t e r v a l .  Experim ent 2 re q u ire d  s u b je c ts  o n ly  to  v iew  each 
perform ance in t e r v a l  and r a t e  th e  in s t r u c t o r ’ s perform ance over a l l  
In te r v a ls  w ith o u t p r io r  p r a c t ic e  in  r a t in g ,  a lthough  s u b je c ts  were 
f a m i l ia r  w ith  th e  s c a le  b e fo re  exposure to  th e  r a t in g  s t im u l i .  Perhaps, 
th e  extrem e v a r i a b i l i t y  c o n d itio n s  ( i . e . ,  low and h igh v a r i a b i l i t y )  a re  
more d i f f i c u l t  to  a c c u ra te ly  p e rc e iv e  and r a te  o v e r a l l  w ith o u t p r io r
p ra c t ic e  r a t in g  each perform ance in t e r v a l .  Th is  may be due to  p o s s ib le  
b ia s in g  e f f e c t s  o f  s ta b le  average ra te e  perform ance in  th e  c o n s is te n t  
c o n d it io n  and e x tre m e ly  u n s ta b le  changes in  perform ance in  th e  h ig h ly  
v a r ia b le  c o n d it io n . When perform ance In te r v a ls  a re  not r a te d ,  s to b le  
average  perform ance may lead  to  le s s  a c c u ra te  p e rc e p tio n s  o f  o v e r a l l  
perform ance because no improvement o r decrement in  perform ance occurs . 
E xtrem ely  u n s ta b le  perform ance may le a d  to  le s s  a c c u ra te  p e rc e p tio n s  o f  
o v e r a l l  perform ance because improvement o r decrement in  perform ance from  
th e  f i r s t  to  th e  la s t  perform ance in t e r v a l  does not alw ays occu r. R ather 
than  fo c u s s in g  on v a r i a b i l i t y ,  i t  may be w orth  in v e s t ig a t in g  th e  e f fe c ts  
o f s ta b le  le v e ls  o f  perform ance and th e  d ir e c t io n  o f  change in  p e r fo r ­
mance on th e  accuracy o f  o v e r a l l  perform ance im pressions when perform ance  
In te r v a ls  a re  not c a r e f u l ly  m onitored  and e v a lu a te d  (a s  in  Experim ent 2 ) .  
However, i t  should a ls o  be noted th a t  th e  accuracy components may be v e r y  
s e n s it iv e  to  h igh v a r i a b i l i t y  in  t r u e  ra t in g s  and thus th e  r e s u lts  could  
be due to  a s t a t i s t i c a l  a r t i f a c t .  F u rth e r  research  cou ld  In v e s t ig a te  how 
each component is  a f fe c te d  by d i f f e r e n t  d is t r ib u t io n s  o f  r a t in g s  and tru e  
sco res .
C o g n it iv e  C om plexity
Hypotheses 2 and 3 d e a lin g  w ith  accuracy under c o g n it iv e ly  
in c o n s is te n t  c o n d it io n s  gained  no su p p o rt. The e f fe c ts  an accuracy were 
no t s ig n i f ic a n t  in  Experim ent 1 using  w r i t te n  r a t in g  s t im u l i .  The la c k  
o f c o n s is te n t f in d in g s  in v o lv in g  c o g n it iv e  co m p le x ity  may be due to  
measurement d i f f i c u l t i e s .  The REP measure o f  c o g n it iv e  co m p le x ity  d id  
not c o r r e la te  w ith  th e  JDQ measures; however, th e  two JDQ measures d id  
c o r r e la te  p o s i t iv e ly  w ith  each o th e r . S im ila r  f in d in g s  f o r  th ese  
measures have been dem onstrated in  p rev io u s  research  (B e rn a rd in  and 
C ardy, 1981; B e rn a rd in , Cardy, and C a r ly le ,  1 9 8 2 ). The p rev io u s  ond
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c u rre n t f in d in g s  in d ic a te  t h a t  th e  REP T es t and th e  JDQ measures may be 
m easuring d i f f e r e n t  c o n s tru c ts . In  a d d it io n , evidenced by th e  la c k  o f  
s ig n i f ic a n t  e f f e c ts  on accuracy us ing  any o f  th e  th re e  c o g n it iv e  
co m p lex ity  measures, i t  appears th a t  w hatever th e  measures a re  m easuring  
i s  no t n e c e s s a r ily  a b e n e f ic ia l  r a t e r  c h a r a c te r is t ic .
Experim ent 1 showed th a t  c o g n it iv e  co m p lex ity  measured by th e  REP 
T e s t was s l ig h t l y  a s s o c ia te d  w ith  le s s  u n d e rra tin g  o f  r a t in g  dimensions  
w ith in  perform ance In te r v a ls  (d e v ia t io n  sc o re s ) f o r  in e x p e rie n c e d  and 
h ig h ly  exp erien ce d  ra te e s . Experim ent 2 showed no e f f e c t  w ith  th e  REP 
T e s t. The e f f e c t  in  Experim ent 1 cou ld  have occurred  because th e  REP 
T e s t was a c tu a l ly  m easuring th e  r a t e r 's  a b i l i t y  to  f a i r l y  e v a lu a te  
s p e c if ic  perform ance dim ensions on BARS f o r  ra te e s  who possess ve ry  
s a l ie n t ,  extrem e le v e ls  o f  Job exp e rie n c e  ( i . e . ,  in e x p e rie n c e d  and ten  
years  e x p e r ie n c e ). The REP T e s t appears to  focus on th e  a b i l i t y  to  use 
m u lt ip le  dim ensions in  Judging p eo p le . Presum ably, such a b i l i t y  would be 
somewhat h e lp fu l  fo r  using  BARS. Perhaps, when a r a te e  c h a r a c te r is t ic  
l i k e  e x p e rie n c e  is  ve ry  s a l ie n t  o r extrem e, r a t e r  c o g n it iv e  co m p lex ity  
may reduce th e  tendency to  u n d e rra te  on perform ance dim ensions. E x p e r i­
ment 2 used a BOS, which re q u ire s  o n ly  b eh av io r freq u en cy  r a t in g s .  The 
a b i l i t y  to  focus on m u lt ip le  b e h a v io ra l d im ensions, c o g n it iv e  co m p le x ity , 
may no t be as u s e fu l when a BOS is  used.
No support f o r  Hypotheses 2 and 3 was found in  Experim ent 2 using  
a u d io -v is u a l r a t in g  s t im u l i .  C o g n it iv e  c o m p le x ity , measured by JDQ1, was 
found to  be a s s o c ia te d  w ith  more n e g a tiv e  d e v ia t io n s  from  t r u e  o v e r a l l  
ra t in g s  in  one o f  th e  c o g n it iv e ly  In c o n s is te n t  c o n d it io n s  (h ig h  
e x p e rie n c e , h igh v a r i a b i l i t y ) .  T h is  f in d in g  suggests th a t  c o g n it iv e ly  
complex r a te r s  may be harsh er e v a lu a to rs  o f r a te e  b eh av io r when 
perform ance v a r i a b i l i t y  and jo b  exp erien ce  a re  c o g n it iv e ly  in c o n s is te n t .
37
The s ig n if ic a n c e  o f  o n ly  JDQ1 as th e  c o g n it iv e  co m p lex ity  measure 
supports  o th e rs ’ c o n te n tio n s  (B e rn a rd in  ft Cardy, 1981; B ernard in  e t  a l . ,  
19B2) t h a t  th e  JOQ ty p e  measure is  more r e la te d  to  p re d ic t in g  th e  q u a l i ty  
o f  perform ance ra t in g s  than th e  typ e  o f  measure used by S chneier (1 9 7 7 ) .  
The s ig n if ic a n c e  o f  JDQ1 as opposed to  JDQ2 may be due to  th e  s u b je c t  
p o p u la tio n  s e le c te d . T h a t is ,  most o f  th e  s tu d en t s u b je c ts  were a b le  to  
g e n e ra te  a la rg e  number o f dim ensions fo r  th e  Job o f  c o lle g e  in s t r u c to r  
as requested  on JDQ2. More v a r ia n c e  in  th e  number o f  dim ensions  
g en erated  occurred  when s tu d e n t s u b je c ts  were asked to  l i s t  dim ensions 
f o r  th e  Job o f  a manager conducting  a feedback m eeting ( JDQ1) ,  a 
r e la t i v e ly  u n fa m il ia r  Job to  most c o lle g e  s tu d e n ts . Perhaps c o g n it iv e  
co m p lex ity  is  b e s t d e fin e d  by th e  a b i l i t y  to  g e n era te  m u lt ip le  b e h a v io ra l 
dim ensions f o r  a t a r g e t  s t im u li  one is  no t ex tre m e ly  f a m i l ia r  w ith .
Another p o s s ib le  reason fo r  d if fe re n c e s  in  th e  two experim ents is  
th a t  th e  number o f  perform ance in te r v a ls  in  each was d i f f e r e n t .
Experim ent 1 had tw ic e  th e  number o f  perform ance in te r v a ls  o f  Experim ent
2 . Numerous perform ance in te r v a ls  may make v a r i a b i l i t y  more s a l ie n t ,  
and th u s , more l i k e l y  to  a f f e c t  r a t in g  accuracy and a t t r ib u t io n s .  
A tt r ib u t io n s
H ypothesis  4 d e a lin g  w ith  p o s s ib le  a t t r ib u t io n a l  e f fe c ts  o f  th e  
r a te e  c h a r a c te r is t ic s  was not supported . R e s u lts  were m ixed. S tronger  
e f f o r t  and chance a t t r ib u t io n s  were g iven  to  m oderate ly  experienced  
ra te e s  in  Experim ent 1, bu t th is  f in d in g  does n o t r e a d i ly  f i t  in to  
a t t r ib u t io n  th e o ry ; however, th ey  may g iv e  an In d ic a t io n  o f  g en era l 
p ro to ty p e  e x p e c ta tio n s . Perhaps, ra te e s  w ith  around f iv e  yea rs  o f  
exp erien ce  o re  seen as le s s  s ta b le  in  r e la t io n  to  t h e i r  m o tiv a t io n a l 
s ta te  and s u s c e p t ib i l i t y  to  good o r bad lu c k .
The la c k  o f  s ig n i f ic a n t  e f fe c ts  fo r  a t t r ib u t io n s  could  be due to  the
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low r e l i a b i l i t y  o f  th e  subs^ales . The low in te r n a l  co n s is ten cy  o f  th e  
subscales  a tte n u a te d  any p o s s ib le  r e la t io n s  between th e  Independent 
v a r ia b le s  and a t t r ib u t io n s .
L im ita t io n s
The f a c t  t h a t  both experim ents  were conducted in  a la b o ra to ry  
s e t t in g  suggests c e r ta in  l im i t a t io n s .  F i r s t ,  th e  v a r i a b i l i t y  m an ip u la ­
t io n  was n o t v e ry  s tro n g  and t h is  may have b iased th e  r e s u lt s .  A lso  
s tu d en ts  a re  o fte n  th e  r a te r s  o f p ro fe s s o rs , but th e  s tu d en ts  who served  
as s u b je c ts  in  th e  c u rre n t research  d id  not know th e  ra te e  and were not 
f a m i l i a r  w ith  h is  p ast perform ance. A lso , s tu d en ts  rev iew ed  w r i t te n  or 
a u d io v is u a l r a t in g  s t im u li  r a th e r  than a c tu a l ly  v iew in g  th e  ra te e  a t  work 
over a long p e rio d  o f t im e . C le a r ly ,  in  a f i e l d  s e t t in g  t h e i r  is  more 
perform ance in fo rm a tio n  to  process and numerous ra te e  c h a r a c te r is t ic s  
p re s e n t. In  such a s e t t in g ,  th e  l ik e l ih o o d  o f  r a t e r  a t t r ib u t io n s  and 
b iases  may be much g re a te r  than in  a la b o ra to ry  s e t t in g ,  because many 
in te r a c t io n s  between r a te r s  and ra te e s  a re  p o s s ib le  and r a te r s  may seek 
c o n firm a tio n  o f  t h e i r  b iases  in  o rd e r to  have c o n s is te n t c o g n it io n s .
However, th e  la b o ra to ry  s e t t in g  was necessary to  c o n tro l t ru e  le v e ls  
o f  perform ance and a n a ly ze  r a t in g  accuracy . In  both exp erim en ts , 
s u b je c ts  ra te d  a perform ance on a Job w ith  which th e y  were f a m i l ia r ,  
te a c h in g  perform ance. The d if fe re n c e  in  r e s u lts  between Experim ent 1 and 
E xperim ent 2 may be due to  th e  In crease d  amount o f s p e c if ic  in fo rm a tio n  
a v a i la b le  in  th e  v ig n e tte s  opposed to  th e  v ideo taped  le c tu r e s .  
Im p lic a t io n s
The r e s u lts  may have some im p lic a t io n s  fo r  th e  r a t in g  process and 
r e la te d  personnel d e c is io n s . R a te r e x p e c ta tio n s  p robab ly  do e x is t  
re g a rd in g  th e  congruence o f  r a te e  c h a r a c te r is t ic s .  T h e re fo re , judgments 
concern ing  s e le c t io n  and c la s s i f ic a t io n  o f  employees may be s l ig h t ly
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a f fe c te d  by s a l ie n t  r a te e  c h a r a c te r is t ic s  r a th e r  than  t ru e  perform ance. 
Perhaps r a te r s  should be made wary o f  p o s s ib le  p ro to ty p e  e x p e c ta tio n s  and 
how th e y  b ia s  r a t in g s .  S p e c i f ic a l ly ,  r a t e r  t r a in in g  programs m ight be 
d ire c te d  tow ard  m o d ify in g  th e  tendency f o r  peop le  to  alw ays r a te  in  a way 
which co n firm s  t h e i r  own p ro to ty p e  e x p e c ta t io n s . O ther personnel 
d e c is io n s  may a ls o  be a f fe c te d  by b ia s  tow ard employees because o f  t h e i r  
le v e l  o f  e x p e rie n c e  o r perform ance v a r i a b i l i t y .  M u lt ip le  c r i t e r i a  fo r  
p ersonnel d e c is io n s  should be used to  avo id  o v e rs tre s s in g  employee 
e x p e rie n c e  o r perform ance v a r i a b i l i t y  as m ajor d e te rm in an ts  o f  personnel 
a c t io n .
C o g n it iv e  c o m p le x ity , re g a rd le s s  o f  how i t  is  measured, may not be 
as h e lp fu l  to  perform ance a p p ra is a l research  as once b e lie v e d  (S c h n e ie r, 
1 9 7 7 ). The c u r re n t  research  In d ic a te d  t h a t  c o g n it iv e  co m p lex ity  may not 
alw ays im prove r a t in g  accuracy when b ia s in g  ra te e  c h a r a c te r is t ic s  a re  
s a l ie n t .  M oreover, p a s t a ttem p ts  to  show a r e la t io n  between c o g n it iv e  
c o m p le x ity  and a c c u ra te  perform ance ra t in g s  have n o t been su ccess fu l 
( e . g . ,  B ern ard in  & Cardy, 1981; B e rn a rd in , Cardy, & C a r ly le ,  1 9 8 2 ).
Because c o g n it iv e  co m p lex ity  may no t be u s e fu l to  r a t in g  a c c u ra te ly , 
th e  focus o f  research  in  t h is  a re a  should be tow ard th e  e f f e c ts  o f  ra te e  
c h a r a c te r is t ic s  on th e  c o g n it iv e  processes in v o lv e d  in  perform ance  
Judgements ( e .g .  p ro to ty p e  e x p e c ta tio n s  and use o f  s im p le  schem ata). 
F u rth e r  research  on a c tu a l c o g n it iv e  processes r a th e r  than c o g n it iv e  
c o m p le x ity  per se may le a d  to  r a t e r  t r a in in g  s t r a te g ie s  d ire c te d  toward  
te a c h in g  r a te r s  a m u ltid im e n s io n a l v iew  o f Job perform ance and more 
c a u tio n  in  a tte n d in g  to  ra te e  c h a r a c te r is t ic s .
C onclusion
T h is  s tudy has prov ided  in fo rm a tio n  r e le v a n t  to  a c o g n it iv e  view  o f 
perform ance r a t in g .  F i r s t ,  p ro to ty p e  e x p e c ta tio n s  re g a rd in g  ra te e
c h a r a c te r is t ic s  e x is t .  Second, th e s e  e x p e c ta tio n s  l i k e l y  a f f e c t  ra t in g s  
re g a rd le s s  o f  a c tu a l b e h a v io r. T h ird , th e  s a lie n c e  o f  th e  perform ance  
In t e r v a l  in fo rm a tio n  ( i . e . ,  perform ance v a r i a b i l i t y )  may a f f e c t  th e  
r a t in g  p ro cess . That i s ,  v iew in g  e x tre m e ly  v a r ia b le  o r c o n s is te n t  
b eh av io r over s e v e ra l perform ance in te r v a ls  w ith o u t a c t u a l ly  r a t in g  th e  
b eh av io r may make perform ance d if fe re n c e s  le s s  s a l ie n t  n eg a tin g  th e  
e f f e c t  o f  extrem e perform ance v a r i a b i l i t y  o r co n s is ten cy  upon o v e r a l l  
im p ress io n s . However, p ra c t ic e  in  r a t in g  each perform ance in t e r v a l  may 
make th e  d if fe re n c e s  in  perform ance across th e  In te r v a ls  more s a l ie n t ,  
th e re b y  a c t iv a t in g  a c o g n it iv e  c a te g o r iz a t io n  process which r e l i e s  upon 
p ro to ty p e s  f o r  perform ance v a r i a b i l i t y .  F o u rth , c o g n it iv e  co m p lex ity  may 
no t be a m ean ing fu l v a r ia b le  to  c o n s id er in  r e la t io n  to  r a t in g  b ia s .
The research  im p lic a t io n s  o f  t h is  study p o in t  to  a new emphasis on 
r a t e r  e x p e c ta tio n s  re g a rd in g  r a te e  c h a r a c te r is t ic s  r a th e r  than r a t e r  
c o g n it iv e  s tr u c tu r e . F u tu re  in v e s t ig a t io n s  cou ld  be d ire c te d  toward  
m easuring r a t e r  e x p e c ta tio n s  o f  r a te e  b eh av io r and t h e i r  subsequent 
e f f e c t  on r a t in g s .  R a ters  may be re a c t in g  more to  e x p e c ta tio n s  o f  
b eh av io r r a th e r  than to  a c tu a l b e h a v io r. The s a lie n c e  o f  b e h a v io ra l 
p a tte rn s  may a ls o  a f f e c t  c o g n it iv e  processes in v o lv e d  in  th e  perform ance  
r a t in g  process.
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P lease  read  th e  fo llo w in g  d e s c r ip t io n  and c i r c le  th e  number on each sc a le  
which corresponds w ith  your answer.
D r. Smith has been ta c h in g  c o lle g e  c la s s e s  fo r  ten  y e a rs . He is  38 years  
o ld  and has ten  years  o f  exp erien ce  te a c h in g  on th e  c o lle g e  le v e l .
Assume t h a t  you a re  going to  be in  th e  c la s s  he teaches  t h is  sem ester. 
Think about how w e ll  D r. Smith w i l l  p robab ly  teach  t h is  sem ester.
1. Over th e  course o f  th e  sem ester, how much do you th in k  D r. S m ith ’ s 
te a c h in g  perform ance w i l l  f lu c tu a te  o r change? For exam ple, i f  you 
exp ect him to  be very  good sometimes and very  poor o th e r  tim e s , in d ic a te  
"ex trem e11 f lu c tu a t io n .  I f  you th in k  he w i l l  always be c o n s is te n t ly  good 
o r c o n s is te n t ly  poor, mark none". Using th e  s c a le  below , any v a lu e  from  
1 (no f lu c t u a t io n )  to  7 (ex trem e f lu c t u a t io n ) .
1 2 3 A 5 6 7
2 . Would you expect D r. S m ith ’ s te a c h in g  to  be poor, averag e , o r good 
o v e r a l l  th ro u g h o u t th e  sem ester. Mark what g e n e ra l le v e l  o f  perform ance  
you a n t ic ip a te  from  him on th e  s c a le  below .
none m oderate extrem e
1 2  3 4 5 6 7
very
poor
average v e ry
good
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D ire c t io n s
SS#
The fo llo w in g  g r id  in c lu d es  a l i s t  o f  m ean ingfu l persons in  your l i f e  
(ro w s) and a l i s t  o f a d je c t iv e s  th a t  can be used to  d escrib e  each person  
(co lum ns). Each p a ir  o f a d je c t iv e s  comprises a r a t in g  s c a le  rang ing  from  
+3 to  - 3 .  For exam ple, in  th e  f a r  r ig h t  column, th e  ra t in g s  re p re s e n t:
+3 ve ry  outgoing  
+2 m oderate ly  outgoing  
+1 somewhat outgoing  
-1  somewhat shy 
-2  m oderate ly  shy 
-3  ve ry  shy
W orking across each row, w r i te  in  th e  r a t in g  number fo r  each p a ir  o f  
a d je c t iv e s  which b est d escrib es  th e  person in  your l i f e .  I f  you do not 
have a mother or fa th e r ,  s u b s t itu te  you le g a l g u ard ian  o r another 
r e la t iv e .  I f  you do not have a boss, s u b s t itu te  one o f  your p ro fe s s o rs . 
Every box on th e  g r id  should co n ta in  a r a t in g  number and s ign  when you 
a re  f in is h e d .
1. Yourself
2. Person you dislike
3. Mother
4. Person you'd like to help
5. Father
6. Friend of same sex
7. Friend of opposite sex 
(or spouse)
8. Person with whom you 
feel most uncomfortable
9. Sou
10, Person difficult 
to understand
Appendix C 
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SS# _____________________________
1. I f  you were □ manager who had to  conduct a perform ance a p p ra is a l  
In te r v ie w  o f  one o f your employees, what fa c to rs  o r dim ensions do you 
c o n s id e r im p o rta n t f o r  th e  com plete success o f  th a t  in te rv ie w ?  That is ,  
what typ es  o f  th in g s  would be necessary f o r  th e  manager to  do to  be 
e f f e c t iv e  a t  g iv in g  an employee feedback on h is  o r her work perform ance?  
D e s c rib e  each dim ension in  a few  words. Then, d e f in e  each dim ension in  
as much d e t a i l  as you can.
2 . C onsider th e  jo b  o f  c o lle g e  in s t r u c to r .  Name and d e fin e  as many 
fa c to r s  as you c o n s id er im p o rta n t fo r  th e  success o f  an in s t r u c to r .  That 
i s ,  what typ es  o f  th in g s  make fo r  a good in s tru c to r?
Appendix D 
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SS# ______________________________________
Your ta s k  is  to  r a te  th e  te a c h in g  perform ance o f  th e  c o lle g e  
p ro fe s s o r describ ed  on th e  fo llo w in g  pages. The p ro fe s s o r teaches a 
b io lo g y  course which is  d iv id e d  in to  s ix  u n its  o f  m a te r ia l .  Each o f th e  
fo l lo w in g  s ix  d e s c r ip t io n s  is  o f  th e  p ro fe s s o r ’ s perform ance in  te a c h in g  
th e  d i f f e r e n t  u n its  o f  study du rin g  a sem ester. The p ro fe s s o r has year  
o f  te a c h in g  e x p e rie n c e .
D ire c t io n s
1. Turn to  th e  f i r s t  r a t in g  form  and f a m i l ia r iz e  y o u rs e lf  w ith  th e  
r a t in g  dim ensions.
2 . C a r e fu l ly  read  through th e  d e s c r ip t io n  o f  th e  p ro fe s s o r 's  perform ance  
te a c h in g  th e  f i r s t  u n it  o f  s tu d y .
3 . Turn to  th e  r a t in g  form  f o r  th e  f i r s t  u n it  o f  s tu d y . W ithou t lo o k in g  
back a t  th e  d e s c r ip t io n , c le a r ly  c i r c l e  th e  number on each dimension  
s c a le  which corresponds to  your e v a lu a t io n  o f  th e  p ro fe s s o r 's  
perform ance in  te a c h in g  th e  f i r s t  u n i t  o f  s tu d y . Do not make ra t in g s  
which f a l l  between numbers.
k. Repeat t h is  process o f  re ad in g  th e  d e s c r ip t io n  and r a t in g  th e  
p ro fe s s o r ’ s perform ance f o r  th e  o th e r f i v e  u n its  o f  s tu d y .
5 . Then, use th e  la s t  r a t in g  form  to  r a te  th e  p ro fe s s o r ’ s o v e r a l l  
te a c h in g  perform ance on th e  r a t in g  dim ensions th ro u g h o u t th e  s ix  
u n its  o f  s tu d y .
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W ithou t lo o k in g  back a t  th e  d e s c r ip t io n , c le a r ly  c i r c le  th e  number o f  
each dim ension s c a le  which corresponds to  your e v a lu a t io n  o f  th e  p ro fe s s ­
o r ’ s perform ance in  te a c h in g  th e  p re v io u s ly  describ ed  u n it  o f s tu d y .
Make o n ly  whole number ra t in g s  f o r  each dim ension. R a tin g  numbers a t  th e  
m id d le  and both ends o f  each s c a le  a re  d escribed  by examples o f  th e  le v e l  
o f  perform ance th e y  re p re s e n t. These examples i l l u s t r a t e  th e  le v e l  o f  
perform ance th ey  re p re s e n t. These examples i l l u s t r a t e  th e  le v e l  o f  
perform ance expected f o r  ra t in g s  o f  1, 6 , and 11. R e c a llin g  th e  
p ro fe s s o r ’ s perform ance on o n ly  th e  p rev io u s  u n it  o f  s tu d y , c i r c le  a 
r a t in g  number (1 through 11) which b e s t d escrib es  h is  perform ance on each 
d im ension .
DIMENSION A: R e la tio n s h ip  W ith S tudents
1 2 3
openly  c r i t i c i z e d  
s tu d en ts  f o r  asking  
q u estio n s  in  c la s s
5 6 7 8 9
saw s tu d en ts  in  
th e  o f f ic e  o n ly  i f  
th ey  made appointm ents
10 11 
made a p o in t  
to  know every  
s tu d e n t 's  name
DIMENSION B:
1 2 3
le c tu r e  in fo rm a tio n  
c o n f l ic te d  bad ly  w ith  
book in fo rm a tio n ,  
r e s u lt in g  in  t o t a l  
confusion
A b i l i t y  to  P resen t
A 5 6 7 8
covered m a te r ia l  
in  c la s s  th a t  had 
a lre a d y  been 
presented  in  la b
th e  M a te r ia l
9 10 11
used good 
te a c h in g  a id s ,  
was a r t ic u la t e ,  
and s tresse d  
Im p o rta n t p o in ts
DIMENSION C: In te r e s t  in  Course and M a te r ia l
1 2 3
t o ld  s tu d en ts  th a t  
he was t o t a l l y  
d is in te r e s te d  in  
te a c h in g  and f e l t  i t  
a wasted o f  tim e
5 6 7 8
got so in v o lv e d  
in  th e  s u b je c t th a t  
he would fo r g e t  to  
stop le c tu r in g  when 
c la s s  tim e  was over
10 11 
knew th e  m a te r ia l  
so w e l l  th a t  he 
was a b le  to  answer 
a l l  qu es tio n s  asked  
by h is  s tu d en ts
DIMENSION D: Reasonableness o f  Workload
1 2 3
assigned two paper 
per week, a te x tb o o k , 
and classroom  work
5 6 7 8
assigned about 
50 pages o f  
re a d in g  per week
10 11 
d is c o n tin u e d  o r  
reduced homework 
assignm ents around  
te s ts  to  h e lp  
stu d en ts
DIMENSION E: F a irn ess  o f  T e s tin g  and G rading
would n o t change 
grades even i f  a 
m istake  was made 
in  g rad in g
5 6 7 8
d id  not curve  
grades un less  
th e  c la s s  d id  
ex trem e ly  bab ly
9 10 11
t e s t  qu estio n s  
were to  th e  p o in t  
and easy to  
understand
54
A
P ro fe s s o r: Jones U n it  #
Yeors E xp erien ce : Age: 38
Read t h is  d e s c r ip t io n  o f  p ro fe s s o r Jones perform ance on u n it#
T h is  p ro fe s s o r:
*  o fte n  read  s t r a ig h t  from  th e  book but o n ly  read  every  t h i r d  l in e .
*  b e l i t t l e d  th e  u n it  m a te r ia l  and describ ed  i t  as a w aste o f  t im e .
*  re fu s e d  to  change h is  s tu d e n ts ' grades on a t e s t  even a f t e r  th e
s tu d en ts  p o in te d  o u t th e  passage in  th e  tes tb o o k  which showed them to  
be c o r r e c t .
*  to ld  h is  s tu d en ts  how s tu p id  he thought th e y  w ere.
*  announced th e  f i r s t  day o f c la s s  th a t  he would ass ign  9 A 's , 15B’ s, 26 
C 's , 15 D ’ s, and 9 F ’ s as f i n a l  g rades.
*  assigned a f iv e -p a g e  paper two days b e fo re  i t  was due.
*  made th e  w orkload  so heavy th a t  o n ly  one s tu d en t ou t o f  25 passed.
*  made a fo o l  o u t o f a s tu d en t in  c la s s  fo r  ask ing  a r id ic u lo u s  ques­
t io n .
*  e x p la in e d  th in g s  as though he were ta lk in g  to  a c la s s  o f  PhD 's.
*  a c tu a l ly  t e l l s  th e  c la s s  th a t  he hates  th e  s u b je c t m a tte r .
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P ro fe s s o r: Jones
Years E xp erien ce :
U n it  #
Age: 38
Read t h is  d e s c r ip t io n  o f  p ro fe s s o r Jones' perform ance on u n i t  #
T h is  p ro fe s s o r:
*  posted  o f f i c e  hours, b u t made s tu d en ts  w a it  u n t i l  he cou ld  f in e  tim e  
t o  see them.
*  asks p ic k y  t e s t  q u es tio n s  about d e t a i ls .
*  le c tu re d  ve ry  r a p id ly .
*  m entioned s e v e ra l tim es  th a t  th e  u n i t  he was te a c h in g  d id  no t r e ­
p re s e n t h is  m ajor a re a  o f  in t e r e s t .
*  re q u ire d  fo u r  books to  be read  fo r  a th re e  hour course.
*  never changed h is  to n e  o r exp ress ion  w h ile  le c tu r in g .
*  c r i t i c i z e d  research  done by h is  c o lle a g u e s .
*  sometimes assigned two c h ap te rs  f o r  one n ig h t 's  assignm ent.
*  te s te d  over m a te r ia l  he d id  not co ver.
*  gave th e  s tu d en ts  h is  o f f ic e  number b u t d id  not make them f e e l
welcome
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P ro fe s s o r: Jones U n it  #
Year E xp erien ce : Age: 38
Read t h is  d e s c r ip t io n  o f  p ro fe s s o r Jones' perform ance on u n it  #
T h is  p ro fe s s o r:
*  was a t t e n t iv e  and h e lp fu l in  c la s s  but was u n a v a ila b le  f o r  o u ts id e  
h e lp .
*  re q u ire d  a te rm  paper, o r a l p re s e n ta t io n , and w eekly  te s ts .
*  s a id  he was go ing to  s t a r t  asking  people to  le a v e  when th e  c la s s  
became n o is y .
*  a r r iv e d  in  c la s s  a few  m inutes la t e .
*  marked o f f  f o r  poor c la s s  a tten d en ce .
*  ass igned  g e n e ra l problem s in  c la s s , then gave s p e c if ic  problems on 
t e s t .
*  gave an e x tre m e ly  heavy assignm ent one week, then  s lacked  o f f  fo r  a 
week o r  so b e fo re  g iv in g  ano ther assignm ent.
*  c o n tin u o u s ly  r e fe r r e d  back to  h is  notes w h ile  a tte m p tin g  to  le c tu r e .
*  s a id , " L e t ’ s h u rry  up and maybe w e ' l l  g e t ou t o f  here  e a r ly . "
*  gave d e ta i ls  about th e  m a te r ia l  bu t never e la b o ra te d  beyond them.
57
D
P ro fe s s o r: Jones
Years E xperience:
U n it  #
Age: 38
Read t h is  d e s c r ip t io n  o f  p ro fe s s o r Jones' perform ance on u n it  #
T h is  p ro fe s s o r:
*  a lw ays kep t h is  classroom  p re s e n ta tio n s  s p e c if ic  and to  th e  p o in t .
*  gave d a i ly  re a d in g  assignm ents and an o u t l in e  o f  re fe re n c e s  to  use 
d u rin g  th e  u n i t .
*  t e s ts  u s u a lly  covered th re e  o f  fo u r  ch ap te rs  o f  th e  book.
*  d iscussed re c e n t research  f in d in g s  which were r e la te d  to  h is  le c tu r e .
*  sometimes had to  look a t  h is  notes to  g e t p re c is e  in fo rm a tio n  s in c e  he 
d o e s n 't  know a l l  o f  th e  d e ta i ls  from  memory.
*  a r r iv e d  in  c la s s  a few  m inutes la t e .
*  f i r m ly  to ld  th e  s tu d en ts  to  be q u ie t  when th e  c la s s  became r e s t le s s .
*  gave o b je c t iv e  t e s ts .
*  assigned a f o u r - t o - f i v e  page ty p e w r it te n  paper and s p e c if ie d  th e
fo rm a t and s t y le  in  which i t  was to  be w r i t t e n .
*  t o ld  th e  s tu d en ts  th a t  i f  th e y  missed c la s s  f o r  a good reason , he 
would be w i l l i n g  to  d iscuss th e  m issed le c tu r e ,  b u t th a t  s tu d en ts  
cou ld  n o t exp ec t him to  do t h is  i f  th e y  missed because th e y  c u t c la s s .
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P ro fe s s o r: Jones
Years E xperience :
U n it  #
Age: 38
Read t h is  d e s c r ip t io n  o f p ro fe s s o r Jones' perform ance on u n it  #
T h is  p ro fe s s o r:
*  assigned reaso n ab le  amounts o f homework every  o th e r  day.
« stood in  th e  h a llw a y  b e fo re  and a f t e r  c la s s  so th a t  s tu d en ts  can ask 
q u estio n s  in  an in fo rm a l atm osphere.
« d escrib ed  h is  own fa s c in a t io n  w ith  th e  m a te r ia l  he was c o v e rin g .
*  gave r e s t  p e rio d s  each week in  which no homework was ass ig n ed .
*  gave two la b  q u izze s  and dropped th e  lo w est one.
*  te s ts  had a l o t  o f  q uestions  so th a t  you could m iss one and no t w orry  
about f a l l i n g .
*  compensated f o r  l im ite d  o f f ic e  hours by o f fe r in g  h is  tim e  b e fo re  and 
a f t e r  c la s s  every  day.
*  p resen ted  in fo rm a tio n  in  b r ie f ,  e a s y - to - fo l lo w  w r i t t e n  o u t l in e  form .
*  showed enthusiasm  in  h is  v o ic e .
*  ta lk e d  as an easy pace and o c c a s io n a lly  w ro te  on th e  board .
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P ro fe s s o r: Jones
Years E xperience:
U n it  #
Age: 38
Read t h is  d e s c r ip t io n  o f p ro fe s s o r Jones' perform ance on u n it  #
T h is  p ro fe s s o r:
*  used a v a r ie ty  o f methods to  p re s e n t th e  m a te r ia l ,  In c lu d in g  f i lm s ,  
tap es , and exp erim en ts .
*  when confounded by a s tu d e n t 's  q u e s tio n , spent s e v e ra l hours o f  h is  
own tim e  th a t  same a fte rn o o n  re s e a rc h in g  m a te r ia l  f o r  an answer.
*  when shown th a t  th e  tex tb o o k  In d ic a te d  an answer o th e r  than  th e  one he 
counted was c o r re c t ,  o dm itted  h is  m is take  and changed th e  grades.
*  assigned o n ly  as much homework as is  necessary to  le a rn  th e  m a te r ia l  
th o ro u g h ly .
*  spent an hour and a h a l f  in  h is  o f f i c e  h e lp in g  a s tu d e n t w ith  a course  
r e la te d  problem .
*  gave h is  s tu d en ts  enough tim e  to  com plete h is  t e s ts .
*  d is t r ib u te d  th e  w orkload even ly  across th e  u n i t .
*  sought o u t a shy s tu d en t who was f a i l i n g  th e  course and worked w ith
her u n t i l  she understood th e  m a te r ia l w e l l  enough to  pass.
*  used good teach in g  a id s , was a r t ic u la t e ,  and s tre s s e d  im p o rta n t p o in ts
in  c la s s .
*  g o t e x c ite d  about what he was te a c h in g  and conveyed t h is  enthusiasm  to  
h is  s tu d e n ts .
Appendix E
A t t r ib u t io n  Q u e s tio n n a ire
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SS# __________________________________
C ir c le  th e  number which corresponds to  your answer f o r  each q u es tio n .
To what e x te n t  was th e  p ro fe s s o r 's  perform ance th roughout th e  semester 
(o v e r  a l l  s ix  u n its  o f  s tu d y ):
1. Due to  h is  a b i l i t y  o r lack  o f  a b i l i t y  to  perform  e f fe c t iv e ly ?
1 2  3 4 5 6 7
none m o d erate ly  ex trem e ly
2 . Due to  th e  le v e l  o f  m o tiv a tio n  he showed in  h is  teach ing?
1 2 3 if 5 6 7
none m o d era te ly  e x trem e ly
3. Due to  something e i t h e r  easy or d i f f i c u l t  about th e  task?
1 2  3 4 5 6 7
none m o d era te ly  ex trem e ly
4 . Due to  th e  amount o f  e f f o r t  he pu t in to  teach ing?
6 7
ex trem e ly
6 7
ex trem e ly
6 7
ex trem ely
6 7
ex trem ely
6 7
ex trem ely
1 2 3 4 5
none m oderate ly
5 . Due to  e i th e r  good o r bad luck?
1 2 3 4 5
none m oderate ly
6 . Due to  chance (no obvious cause)?
1 2 3 4 5
none m o d erate ly
7 . Due to  th e  amount o f  a b i l i t y  he possessed?
1 2 3 4 5
none m oderate ly
8 . Due to  th e  n a tu re  o f  th e  task?
1 2 3 4 5
none m o d erate ly
Appendix F
M a n ip u la tio n  Check Q u e s tio n n a ire
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SS# _____________________________________
C ir c le  th e  number on th e  s c a le  which corresponds to  your answer f o r  each 
q u e s tio n .
1 . How exp erien ced  in  te a c h in g  was th e  p ro fesso r?
1 2 3 4 - 5 6 7
n o t m oderate ly  ex trem e ly
a t
a l l
2 . How much d id  th e  p ro fe s s o r ’ s le v e l  to  te a c h in g  perform ance f lu c tu a te  
or change from  each d e s c r ip t io n  ( u n i t  o f s tu d y ) to  th e  next?
1 2  3 4 5 6 7
n o t m oderate ly  ex tre m e ly
Appendix 6 
R atin g  S cales
64
P l* o s *  th in k  o b e u t t t i i  l i c l v n r  r i i o n  to p o d  te o c h ln g  you 
J u « t  o b s e rv e d . P a t*  h i *  p * r fo rn io n e *  u c in g  th »  Ite m s  l i s t e d  
b e lo w . f * * l  f r e e  to  uao ony o f  t h *  num ber* In  yo u r r o t l n g * i  
t h *  w o rd *  * n * v * r , "  * h o l f  t h *  t i n * , *  ond * o l l  o f  t h *  t i n * *  g lv *  
you on ld * o  a b o u t v t io t  t h *  num ber* s h o u ld  r * p r * * * n t .
1 . C uom p l** w * r *  p r * « * n t * d  w h ic h  w * r *  r * l o t * d  i d  t h *  c o n t r o l  
t o p ic .
- j ------------------- 1 ---------------------. 5 -----------------------g------------ 7
half th* oil. of th*
tin* tin*
2. Th. I.etur.r u.*d nonverbal b.hevlore (,uch .. gesture.*) 
to *mpho*lc* point*.
1------ I-------1 - ---- i ------- 8------- «— -----7
n*v*r hoir th* oil Of th*
t i n *  t l *
1...... 2.......J...... I------- 5--   (-------7
n*v*r holf th* oil of th*
tlm* tin*
t.
I------ 2-------J------ 1--------•--   1-----  7
never holf th* all of th*
tin* tin*
 *....... 9------- 8-------7
half th* all of th*
tin* tin*
1------ J-------]------ 1------- S------- •-------7
never holf th* all of th*
tin* tin*
7. 1h* lecturer (poke In a non
-3------ k--------B— ---- 6-------7
holf th* all of th*
t i n *  t i n *
0 . Th * l e c t u r e r  v a r ie d  h i *  f o c l o l  * « p r * t * l o n .
 1---  S----- - 1 -------7
holf th* oil of th*
tin* tin*
1------ 2-------3-...... *------- B-------8------- 7
n*v*r holf th* all of th*
tin* tin*
10. Th* lecturer opp»or«d uncur* of whot h* wo* aaylng.
1------ 2------- 3-------*------- S-------8— ----- 7
never holf th* all of th*
tin* tin*
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Now c o n t ld e r  o i l  o tp o c t *  o f  t h *  l e c t u r e r ' *  p e rfo rm a n c e  
{ In c lu d in g  c h a r a c t e r i s t i c *  n o t  r a te d  a b o v e ), ond d e te rm in e  an 
o v e r a l l  r o t l n g  f o r  h i *  p e rfo rm a n c e . |l*m *m b*r t h a t  you  h o v *  
• * * n  j u t t  a s h o r t  te m p i*  o f  h i *  w o rk .
My o v t r a l l  r o t l n g  o f  t h l *  l e c t u r e r  l i t
1-2—    —  3-------------- -f-.---- .-9-.---— -'!■----- *-7
v e ry  m o d e ra te ly  *om *w het o v a ra g *  • o«n w hot m o d * r a t* ly  v e ry  
p oo r p o o r p o o r good good  good
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T a b le  1
( X . .  - T . . ) 2
1 /n  [ { X i . - X . . ) - ( T l . - T . . ) ] 2  
1/K [ ( X . J - X . . ) - ( T . J - T . . ) ] 2
1/kn  [ ( X i j - X i . - X . j + X . . )
-  ( T i J - T i . - T . j + T . . ) ] 2
Where X iJ and T1J a re  r a t in g  and t r u e  scores f o r  v ig n e t te  i  on dimension  
J; X i and T i a re  mean ra t in g s  and mean t r u e  scores f o r  v ig n e t te  i ;  X.J  
and T . j  a re  mean r a t in g  and t r u e  scores fo r  dim ension j ;  and X . .  and 
T . . a re  mean r a t in g  and t r u e  scores over v ig n e tte s  and dim ensions.
Four Accuracy Components 
E le v a tlo n 2
D i f f e r e n t i a l  E le v a tlo n 2  
S te re o ty p e  Accuracy2 
D i f f e r e n t i a l  Accuracy2
T ab le  2
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Means f o r  M a n ip u la tio n  Check R atinqs fo r Experim ent 1
Experience
Low M oderate Hiah
2 .2 0 4 .0 4 4 .4 5
V a r ia b i l i t y
Low M oderate Hiah
4 .11 5 .31 5 .91
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T a b le  3a
F o llo w -u p  E xperience  X V a r ia b i l i t y  ANOVA's on Accuracy Components f o r
Experim ent 1
E le v a tio n
Source d f MS F
E xperience 2 1 .482 4 .5 2 * *
V a r ia b i l i t y 2 1 .045 3 .1 8
E xp erien ce  X V a r ia b i l i t y 4 .647 1 .9 8
E rro r 126 .328
D i f f e r e n t i a l  E le v a tio n
Source d f MS F
E xperience 2 .299 .81
V a r ia b i l i t y 2 1 .2 4 4 3 .3 7
E xperience  X V a r ia b i l i t y 4 .420 1 .15
E rro r 126 .368
S te re o ty p e  Accuracy
Source d f MS F
E xperience 2 2 .5 3 9 .91
V a r ia b i l i t y 2 7 7 .7 3 0 2 7 .9 2 * *
E xperience  X V a r ia b i l i t y 4 2 .9 2 7 .38
E rro r 126 2 .7 8 4
D i f f e r e n t i a l  Accuracy
Source d f MS F
E xperience 2 3 .6 9 4 1 .68
V a r ia b i l i t y 2 5 1 .0 4 9 2 3 .1 5 * *
E xp erien ce  X V a r ia b i l i t y 4 3 .1 4 8 1 .4 3
E rro r 126 2 .2 0 5
* p < .05  * *p < .0 1
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T a b le  3b
Means f o r  Accuracy Components
E le v a tio n
V a r ia b i l i t y
Low Moderate Hiah
.74 .83
S te reo typ e  Accuracy 
V a r ia b i l i t y
.5 4
Low M oderate Hiqh
5 .5 8 4 .1 8
D i f f e r e n t ia l  Accuracy  
V a r ia b i l i t y
2 .9 5
Low Moderate Hiah
4 .8 2 3 .8 4 2 .7 0
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T ab le  4
E xp erien ce  X V a r ia b i l i t y  ANOVA on Accuracy o f O v e ra ll  R a tin g s  f o r  
Experim ent 1
Source
E xperience
d f
2
MS
2 .0 1 7
F
3 .5 0 *
V a r ia b i l i t y 2 2 .4 4 4 4 .2 4 *
E xp erien ce  X V a r ia b i l i t y 4 .755 1.31
E rro r 126 .576
Experience
Low M oderate High
.76 .85 1 .16
V a r ia b i l i t y
Low M oderate H iah
.75 1 .1 8 .83
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Tab le  5
E xperience  X V a r ia b i l i t y  ANOVA on Average D e v ia tio n  o f  R a tin g s  from
True R atin g s  f o r  Experim ent 1
Source
Experience
d f
2
MS
3 .5 6 8
F
4 .7 2 * *
V a r ia b i l i t y 2 2 .8 7 7 3 .8 0 *
E xperience  X V a r ia b i l i t y 4 .513 .6 8
E rro r 126 .757
*p < .05
* * p < .01
E xperience
Low M oderate High
- .5 3 - .0 7 - .5 3
V a r ia b i l i t y
Low M oderate Hiah
- .4 6 - .1 9 .05
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T ab le  6
E xp erien ce  X V a r ia b i l i t y  X C o g n itiv e  C om plexity  (REP) R egression  on 
Average D e v ia tio n  from  True Scores f o r  Experim ent 1
R 2 -.2 3  F 1 7 ,1 1 7 - 1 .9 3 *
Source
E xperience
d f
2
MS 
1.91
F
2 .5 9
V a r ia b i l i t y 2 1 .66 2 .2 5
REP 1 .01 .01
E xp erien ce  X V a r ia b i l i t y 4 .29 .39
REP X E xperience 2 2 .6 0 3 .5 3 *
REP X V a r ia b i l i t y 2 1 .36 1 .84
REP X E xp erien ce  X 
V a r ia b i l i t y
4 .41 .55
E rro r 117 .74
REP and Average D e v ia tio n  
E xperience
Low_______________ M oderate______________ High
r  - .1 6 5  .236  - .1 7 2
Z - .1 6 7  .240  - .1 7 4
(z  t e s t  f o r  d if fe r e n c e  between low  and m oderate e x p e rie n c e )
1 .86
(z  t e s t  fo r  d if fe re n c e  between m oderate and h igh  e x p e rie n c e )
1 .8 6
(c o r r e la t io n s  and z te s ts  a re  n o t s ig n i f ic a n t )
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T a b le  7
E xperience  X V a r ia b i l i t y  ANOVA fo r  E f fo r  and Chance A t t r ib u t io n s  
T ogether f o r  Experim ent 1
Source d f MS F
E xperience 2 4 5 .0 3 3 .9 3 *
V a r ia b i l i t y 2 13 .79 1 .2 0
E xperience  X V a r ia b i l i t y 4 15. 30 1 .3 4
E rro r 126 11 .45
E xperience
Low_______________ Moderate______________ High
14 .0 0  1 5 .Oil 13 .0 4
(means based on 4 7 -p o in t  s c a le  r a t in g s )
T ab le  8
Means f o r  M a n ip u la tio n  ChecK R atings f o r  Experim ent 2
E xperience
Low___________ M oderate__________High
2 .0 0  3 .71  5 .1 3
V a r ia b i l i t y
Low___________ M oderate__________ High
3 .8 0 4 .1 6 5 .4 2
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T ab le  9
E xperience  X V a r ia b i l i t y  ANOVA on Accuracy o f  Summated Scores fo r
Experim ent 2
Source d f MS F
E xp erien ce 2 186 .13 4 .9 1 * *
V a r ia b i l i t y 2 113 .17 3 .3 9 *
E xperience  X V a r ia b i l i t y 4 6 0 .6 4 1 .80
E rro r 126 33 .3 5
* p < .05  
* * p < .01
E xperience
Low___________ M oderate_________ High
12 .54  9 .8 7  8 .8 4
V a r ia b i l i t y
Low___________ M oderate_________ High
1 0 .6 0  1 1 .9 0  8 .7 5
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T ab le  10
Experience  X V a r ia b i l i t y  ANOVA on Accuracy o f  O v e ra ll  R a tin g s  f o r  
Experim ent 2
Source
E xperience
d f
2
MS 
1 .1 2
F
1 .54
V a r ia b i l i t y 2 5 .7 4 7 .8 7 *
E xp erien ce  X V a r ia b i l i t y 4 .68 .94
E rro r 126 .73
* p < .01
V a r ia b i l i t y
Low____________ M oderate___________ High
1 .4 2 .94 1 .6 4
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T ab le  11
E xp erien ce  X V a r ia b i l i t y  ANOVA on D e v ia tio n  o f  Summated Scores from  True  
Scores f o r  Experim ent 2
Source
E xperience
d f
2
MS
2 8 2 .8 4
F
6?17»
V a r ia b i l i t y 2 230 .32 5 .0 5 *
E xp erien ce  X V a r ia b i l i t y 4 2 0 .9 6 .46
E rro r 126 4 5 .6 0
* p < .05
E xperience
Low M oderate H iah
-12 .26 -9 .6 8 -7 .2 6
V a r ia b i l i t y
Low Moderate H iah
-1 0 .1 2 -1 1 .7 7 -7 .3 0
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T a b le  12
E xp erien ce  X V a r ia b i l i t y  ANOVA on D e v ia t io n  o f  O v e ra ll R atings  from  True
Scores f o r  Experim ent 2
Source d f MS F
E xp erien ce 2 9 .3 6  5 .9 6 *
V a r i a b i l i t y 2 8 .6 9  5 .5 4 *
E xp erien ce  X V a r ia b i l i t y 4 .41 .26
E rro r 126 1 .5 7
* p < .01
E xperience
Low M oderate Hiah
-1 .3 8 - .8 9 - .4 7
V a r ia b i l i t y
Low M oderate Hiah
-1 .0 9 - .4 1 -1  .23
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T ab le  13
E xperience X V a r ia b i l i t y  X JDQ1 Regression on D e v ia tio n  o f  O v e ra ll  
R atin g s  from  True R atin g s  f o r  Experim ent 2
R 2 -.2 9  F 1 7 ,1 1 7 -2 .7 6 * * *
Source
E xperience
d f
2
MS
6 .7 8
F
4 .7 2 * *
V a r ia b i l i t y 2 2 .5 5 1 .77
JD01 1 2 .71 1 .8 9
E xperience  X V a r ia b i l i t y 4 3 .4 8 2 .4 2
JDQ1 X E xperience 2 2 .6 9 1 .8 7  ,
JDQ1 X V a r ia b i l i t y 2 1 .06 .74
J001 X E xperience  X 
V a r ia b i l i t y 4 4 .2 2 2 .9 3 *
E rro r 117 1 .4 4
* p < .05  
* * p < .01 
* * *p < .0 0 1
E xperience
Low___________ Moderate__________ High
- 1 .3 8 - .8 9 - .  47
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Tab le  14
Sim ple E f fe c ts  A n a ly s is  f o r  High Leve l o f  E xperience on D e v ia tio n  o f  
O v e ro ll R a tin g s  from  True R atings f o r  Experim ent 2
R 2 -.31  F 5 ,3 9 -3 .5 2 * *
Source d f MS F
V a r ia b i l i t y 2 6 .8 9 4 .2 4 *
JDQ1 1 2 .8 9 1 .7 8
JDQ1 X V a r ia b i l i t y 2 6 .0 3 3 .7 1 *
E rro r 39 1 .6 3
*p < .05
* * p < .01
J0Q1 and D e v ia t io n  o f  O v e ra ll  R a tin g s  from  True R atings
V a r ia b i l i t y
Low M oderate Hiah
.46 - .4 2 - .5 1
V a r ia b i l i t y  Means
Low M oderate High
- .8 5  .19  - . 7
V ita
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